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Abstract

This thesis presents the construction of sociakwsopervision from the perspectives of
social work practitioners and supervisors. In pattr, the research explored how social
work supervision was constructed, the influencéhef Aotearoa New Zealand context
upon its construction, and where and how sociakvsoipervision can most effectively

be improved. In order to provide a backgroundifé@rmed analysis and discussion of
the research findings, key themes within the irgdomal and Aoteaoroa New Zealand
supervision literature were discussed.

The thesis was a mixed methods study that wasnmddrby a constructionist
conceptual framework with regard to the framing amdloration of the research
guestions. The methodological approach used wasederfrom pragmatism and
involved a combination of survey research with gatve individual interviews, with
the survey being used to recruit and purposefudlgd participants for the individual
interviews.

The key findings from the study were: a) social kvaupervision was
predominantly constructed from a professional gtand, with the social,
organisational and interpersonal context influegdmow supervision was produced in
any setting at anytime; b) the Aotearoa New Zealemtext influenced supervision
through the discourses of biculturalism and indmen development, with
multiculturalism being a secondary influence; ahthat improvements were needed in
the professional and organisational systems thgpati supervision as well as in the
practice and provision of it.

The implications and recommendations arising frérasé findings focus on

social work supervision theory and practice, caltucompetence and the further



development of professional supervision. From thaggications it is suggested that
the future research and development agenda foralsagork supervision both
internationally and within Aotearoa New Zealand @ems theory-building, responding
to the dynamics of culture and difference withipeuvision and the professionalisation
of supervision. The recommendations related toptioéessionalisation of supervision
concern: formal education and training; the roleswbervision within organisations and
contribution to organisational development; and leed for a stronger evidence-base
regarding supervision’s contribution to client gree and social worker well-being and

development.
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Glossary of Maori terms used in this thesis

This glossary is arranged in alphabetical ordety ®rief translations are given and it
should be noted that fuller and multiple meaningy fioe attributed to words depending
on the context in which they are used.

awhi caring and supporting

hapu tribe

iwi tribal group

karakia spiritual incantation or prayer
kaumatua male elder

kaupapa process or procedure

kuia female elder

Pakeha white or non-Maori New Zealander
mana prestige

Maori the people indigenous to New Zealand
maoritanga Maori culture

marae meeting place

roopu branch or group

runanga a board, assembly caucas or council

tangata whenua

people of the land

tangihanga grieving period prior to burial
tauiwi non-Maori

te taha Maori Maori ways

te reo language

tikanga cultural practices

wairua spiritual and/or metaphysical
whaiora clients

whakama shame or being ashamed

Xi



whanau family including extended family

Xli



CHAPTER 1

INTRODUCTION

Supervision holds an important place within both Hocial work and related helping
professions. It has been described as social wagitsto the helping professions
(Robinson, 1949) as well as fundamental to competecial work practice (Aotearoa
New Zealand Association of Social Workers (ANZASWA98; Morrison, 1993, 2001).
Social work supervision contributes to the mainte@aand improvement of the quality
of social work practice as well as the professiavgll-being and development of social
work practitioners (Harkness, 1987; Kadushin andkhess, 2002; Tsui, 2005).
Internationally and within Aotearoa New Zealandhdis been claimed that the practice
of social work supervision has been shaped by @wmigthe purchasing, organisation
and management of social services, together wélptbfessionalisation and regulation
of social workers and their practice (Jones, 20@dnson, 1998, 2002; Noble and
Irwin, 2009; O’Donoghue, 2003; Tsui, 2005). The ipérin which this study was
conducted, coincided with the establishment of stegutory registration of social
workers in Aotearoa New Zealand under 8oeial Workers Registration Act (SVRA),
(2003) and has therefore been a time during whehet has been a significant focus
upon the professionalisation and regulation of alosiorkers and social work practice.
It is against this background that the constructidnsocial work supervision was

researched.

Research aims and objectives

The research aims were to:

a) Conduct the first nation-wide study on the scibgé social work supervision in
Aotearoa New Zealand,;



b) Describe and explain how social work supervigiaactice is constructed,;

c) Consider the influence of the Aotearoa New Ze@leontext on the
construction of supervision practice through coasity the place of the Treaty
of Waitangi and the uniqueness of our bicultur#irsg on supervision
practice; and

d) Contribute to the discussion on how social waukervision can be improved
in Aotearoa New Zealand.

The primary objective of the study was therefore, describe and explain the
construction of social work supervision in Aoteahew Zealand from the perspectives
of social work practitioners and supervisors whorevenembers of the ANZASW.

Underpinning the primary research objective, wdreed major research questions.

These were:
. How is social work supervision constructed in AoteaNew Zealand?
. What influence does the Aotearoa New Zealand cohxe on the

participants’ construction of social work superersipractice?

. Where and how can social work supervision pragtickotearoa New Zealand
be most effectively improved?

The researcher’s interest in the topic

My interest in the topic of social work supervisistarted when | took up my first social
work position and started experiencing supervisisra supervisee. A few years later, |
was appointed to a supervisor position, where | wesponsible for both line-
management and professional supervision. At thmae,til was also completing my
professional social work qualification and my fifi@ldwork placement was focused on
social work supervision. During that placementjdcdvered that there were very few
local resources available for supervisors and asrsequence developed a resource
package for supervisors, which was later adapted igmlated to become a practical
handbook (O’Donoghue, 1998). Post-qualifying, | mdwnto both a clinical leadership

and a clinical social work practice role within aspital’s mental health service in a



hospital. As a supervisee, | had external sup@mwjsand as a supervisor provided peer
clinical supervision to social work colleagues witlthe mental health service and
social work unit within the hospital. |1 also supeed students on social work
placements. During this period, | also started ety supervising private and sole
practitioners. Ten years ago, | completed a Madtersis concerned with professional
supervision under new public management within @memmunity Probation Service
and following this | took up a social work acadenpigsition and have since then
maintained a small external supervision practicevels as participating in supervision
as a supervisee. In my academic role, | am an éoluofisocial work supervisors and
have published a text-book, journal articles anakbahapters on the subject of
supervision prior to commencing this thesis (O’Dgimoe, 2001, 2002, 2003;
O’Donoghue, Trlin and Baskerville, 1999; Tisdallda®’'Donoghue, 2003). Over the
course of this doctoral study, in order to dissetgnthe preliminary findings | have
given conference presentations and published ete-roAn overview of these

presentations and publications is detailed in AgpeA.

Key terms and concepts

In this section, several of the key terms and cptsceslevant to this research will be

defined and discussed in order to clarify the card@d scope of this study.

The Aotearoa New Zealand context

In this thesis, the Aotearoa New Zealand conteirseto the social, political and
institutional arrangements present within Aotealmw Zealand society. The use of
‘Aotearoa New Zealand’ in preference to ‘New Zedlaris in recognition of the

bicultural relationship established between thew®rcand Maori in the Treaty of

Waitangi (1840). In the Treaty of Waitangi, Maodpu (tribes) and the British Crown



agreed to be partners in a process of nation-lmgjldnd settlement, through the Crown
being permitted to establish a government, with Mé&tbes retaining their rights of
chieftainship, self-determination and managementhefr resources and treasures, as
well as gaining the rights and privileges of Bhtisubjects (Belich, 2001; Orange,
1987). The Treaty of Waitangi has been describeth@goundation from which New
Zealand developed, as well as the country’s fiosiad policy document (Oliver, 1988;
Palmer, 1992). In terms of its influence, RuwhiQ@2, p. 57) asserts that the Treaty of
Waitangi has been “a figurehead for all developnéttiin Aotearoa New Zealand.” In
other words, the bicultural relationship betweerokland non-Maori is the background
against which narratives of a New Zealand natiadeahtity and nationhood have
emerged (Belich, 2001; Ruwhiu, 2001, 2009). Theaifyeof Waitangi has been
significant in the development of social servicgarticularly since the publication of
Puao-te-ata-tu (Day break): The report of Ministerial Advisory Committee on a Maori
Perspective for the Department of Social Welfare (1986). In this report, personal,
cultural and institutional racism was identifiecthin the Department together with the
need for social services to change in order to imecoulturally appropriate for Maori.
The report also had a major influence upon the ldpmeent of theChildren, Young
Persons and their Families Act (1989) and the development of Iwi (tribal) social
services (Bradley, 1996; Nash, 2009).

With regard to recent social arrangements withieAma New Zealand, the
2006 Census showed a multicultural population incwh67.6% of the population
identified themselves as European, 14.6% Maoril%1New Zealandets9.2% Asian,
6.9% Pacific peoples and 0.9% as being Middle Easteatin American or African

(Statistics New Zealand, 2007, p.4). The Asian Badific peoples’ populations have

1 The New Zealander ethnic category was first usethén2006 census. Prior to this anyone who repdtieit
ethnicity as a New Zealander or Kiwi was includeder the New Zealand European category.

4



had the greatest rates of increase since the pm®wensus (2001). The two official
languages, English and Maori, were those most camyrepoken with the latter spoken
by 4.1% of the population (Statistics New ZealaB@07). Aotearoa New Zealand
society is also socially diverse with differencestaining to age, gender, class, sexual
orientation and religious affiliation and to a e@nt extent is similar to other English-
speaking Western countries (McLennan, Ryan, andoi@pyg, 2000; Statistics New
Zealand, 2007). Politically, Aotearoa New Zealdndctions as a liberal democracy
based upon the Westminster system, with one difterenamely, the use of a mixed
member proportional electoral system (Mulgan antheéxi 2004). The New Zealand
Government is the primary policy-maker, funder gnachaser of health and social
services (Cheyne, O'Brien, and Belgrave, 2004; &gst997), with the services being
provided by a mix of government and non-governnpeaviders who have for the most
part contracted with government funding agenciess{&, 1995; Boston, Martin,
Pallott, and Walsh, 1996). Another recent featuréhe institutional environment has
been the adoption of managerialism and the focugfbaiency, accountability and
organisational and worker performance within soselvice organisations (Noble and
Irwin, 2009; O’Donoghue, 2003; Tsui and Cheung,80W is within this context that
social work operates as one profession amongstwaorieof professions which provide
services across the social care, health, educatancriminal justice sectors (Payne,

2006).

The social work profession

The politics of the social work profession in Aate@ New Zealand reflect the positions
social workers take when they individually identifyemselves as a social worker. In
Aotearoa New Zealand, claims of being a social wodre made by virtue of one or
more of the following: being employed in a sociabriw role; holding a social work

5



gualification; membership of the ANZASW; and by mgpia registered social worker
under theSWRA (2003). That said, with the advent of social weorkegistration, the
power to define the social work profession andmismbership has been particularly
influenced by the ANZASW, the professional asseemtand the Social Workers’

Registration Board (SWRB).

The ANZASW

The ANZASW was established in 1964 as the professi@ssociation for social
workers in Aotearoa New Zealand (Nash, 2001). laimmember organisation of the
International Federation of Social Workers (IFSV8B)nce 1986, the ANZASW has
operated from a bicultural partnership model, tgfodhe establishment of Tangata
Whenua (Maori) and Tauiwi (non-Maori) caucuses (@edand Randal, 1994; Nash,
2001). The two caucus development was reflectiva ofiove within both the social
work profession and the wider society towards gneaécognition of the Treaty of
Waitangi, the redress of past injustices conduatginst Maori and an effort to address
racism (Beddoe and Randal, 1994). This bicultueatmership means that there are
equal numbers of Maori and non-Maori on the GoveceaBoard, Maori representation
on all the national committees, and several roomanches) for Maori members
(ANZASW, 2009a). The Association also developed iauBural Code of Practice
within the Code of Ethics (ANZASW, 2004a), a bicultural practice standardpacific
competency assessment process for Maori memberaraadnual issue of its journal
(Te Komako) that is produced by Maori members (ANZASW, 2008&ddoe and
Randal, 1994; Nash, 2001). These developmentsctefie social work profession’s
efforts toward the establishment of a local idgntihtat emphasises empowerment,
partnership and biculturalism as well as a disiwectradition, and perspective upon

social work practice which includes Maori models mfctice (ANZASW, 1998).
6



Another distinctive feature of the ANZASW is itsropetency programme, which was
established in 1990 (Beddoe and Randal, 1994). pregramme involves the
assessment of all applicants for full-membershipiresl 10 Practice standards by a
panel of peers and then a re-assessment on adarsbasis (Nash, 2001). In essence,
the certification process of the competency prognamprovided a form of self-
regulation within the social work profession. Thembership of the Association grew
from approximately 400 full-members in 1994 (Beddw®l Randal, 1994, p.30) to
1,254 full-members (Hape and Hunt, 2004, p. 13ha@tcommencement of this study in
March 2004. Later that year, the SWRB (2004) resmghthe ANZASW competency
programme as an authorised competency assessmemieforegistration of social
workers. One consequence of this has been tham#rabership of ANZASW has
continued to increase and grown to 2,850 full-memmbas of 18 March 2009

(ANZASW, 2009b).

The SWRB

The SWRB was appointed by the Minister of Sociat&epment on 5 November 2003
(New Zealand Government, 2003) to implement a valiynsystem of state registration
for social workers. In order to do this the Boardcgly established policy with regard
to the qualifications it recognised for registratiche amount of supervised post-
qualifying experience required, competency assestsnand a Code of Conduct for
registered social workers (Lonne and Duke, 2009he Board started processing
applications for registration from 1 October 20@& of December 2008, just over
2,000 of an estimated 6,000 social workers werdstergd. The low uptake of

registration has been explained as being due beiiig voluntary and too expensive
(National Business Review, 2008, O’'Donoghue, 20Jgspite this, the SWRB

continues to be influential within the social wosector through its role in the
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recognition of social work qualifications, its pofi statements an@ode of Conduct

(SWRB, 2005). The Board’s influence in relationstapervision is clearly apparent in
the following: 1) defining enough experience toddgible for registration in terms of
2000 hours of supervised practice, post-qualifica{SWRB, 2007a); 2) requiring proof
of supervision for the issue of an annual pradisiartificate (SWRB, 2008); and 3) a
policy statement that requires registered socialrkers to access appropriate

supervision at least monthly (SWRB, 2007b).

Social work supervision

Within the social work supervision literature, sppsion has primarily been defined
from organisational and clinical perspectives (Berand Mizrahi, 2001; Gibelman and
Schervish, 1997; Kadushin and Harkness, 2002; Mun2802; Tsui, 2005). An
organisational perspective accentuates the rolesugfervision in regard to staff
management and job performance, whereas a climeaspective emphasises the
professional development of the practitioner ansl &wa educational focus (Caspri and
Reid, 2002; Chernis and Egnatios, 1978; KadushéhHerkness, 2002; Munson, 2002;
Shulman, 1993, 1995; Tsui, 2005). A third more neqeerspective has been to define
supervision from a professional perspective andliggt its role as a professional
social work process that contributes to competeaias work practice, the maintenance
of practitioners’ well-being, their continuing pesfsional development and personal
support (ANZASW, 1998; Barretta-Herman, 1993; 20B&ddoe, 1997a; Beddoe and
Davys, 1994; Beddoe and Egan, 2009; Busse, 200BleNand Irwin, 2009; Payne,
1994). This professional perspective has becomdéicpkarly evident through the
development of standards and supervision policyestants by professional bodies
(ANZASW, 1998; Australian Association of Social Vkers (AASW), 2000; American
Board of Examiners in Clinical Social Work (ABECSW2004) and through the role

8



supervision has in the professional registrationl adicensing of social workers
(Barretta-Herman, 1993; Gray, 1993; Social WorkBeyjistration Board (SWRB),
2005, 2006, 2007a, 2007b, 2008). In this thesisasglects of social work supervision
will be explored in order to fully understand andatiss how social work supervision is

constructed.

Structure of the thesis

The thesis is structured as follows:

Chapter 2 sets the scene for the study through vemview of the evolution and

development of social work supervision from an rinégional and local Aotearoa New
Zealand perspective. This literature review cdase$ two main parts: the first is based
on the international literature and the secondased on the local Aotearoa New
Zealand literature. In the chapter’s conclusiorg #wvolution and development of
supervision within each setting is compared andrasted, and the implications are

discussed in terms of their influence on this study

Chapter 3 discusses the constructionist conceframework used to inform this study,
by first outlining the constructionist approach whi combines both social
constructionism and constructivism. This is follalMey an examination of the use of
constructionist perspectives within social workglutding a critique of constructionist
theories. The chapter concludes with a review efube of constructionist theory within
the social work supervision field, and how a camdionist approach can be applied to
review and critique both the context and proce#isasproduce social work supervision,
together with the relevance of this in relationth@ research questions and lines of

enquiry pursued within this study.



In Chapter 4, the research methodology utilisedthis mixed methods study is
explained. This explanation includes outlining gnagmatic worldview used in terms of
its key features and the connection between pragmathe constructionist conceptual
framework, and the mixed methods methodology. Theadhmethods methodology is
discussed in terms of: the rationale for its chpibe research design, including ethical
considerations; the recruitment, data collectiod participant selection processes; the
procedures by which the data were organised anlysmth and the limitations of the

methodology.

Chapter 5 is the first of five chapters that préska research findings. In this chapter,
the results of the postal survey are reported i parts. In the first part, the results
from the closed questions concerning the resposdectiaracteristics and their
supervision practices are presented and discu$éeslis followed by the results from
two open-ended questions which outline the respaistigiews concerning: what was

best about their supervision; and how they woue their supervision to be improved.

Chapter 6 reports findings from the sixteen supeeiinterviews. It starts with an
overview of the participants’ backgrounds and eigrexes and then explores how they
defined, arranged and described their supervidioalso discusses the influence that

contextual and personal factors had upon theirgmti@ns of their supervision.

Chapter 7 examines the supervisees’ perspectivgardieag the influence that the
Aotearoa New Zealand context has upon their sugiervipractice, and how they

perceived supervision could be improved.

Chapter 8 reports findings from the eighteen supers’ interviews. It overviews the

participants’ backgrounds and experiences and thgolores how they defined,

10



arranged and described their supervision. It alsoudses the influence that contextual

and personal influences had upon their perceptbtiseir supervision.

Chapter 9 examines the supervisors’ perspectivgardeng the influence that the
Aotearoa New Zealand context has upon their sugiervipractice and how they

perceived supervision could be improved.

In Chapter 10, the results from the five data obipare brought together and analysed
in relation to the three research questions. Tiirigs are then discussed and analysed
with regard to their contribution to both supereispractice and the field of social work

supervision.

The final chapter (Chapter 11) reviews the thesid discusses implications and
recommendations pertaining to the theory of soaiark supervision, cultural

competence within supervision, and the developroéptofessional supervision. From
this discussion a future research and developngarida for social work supervision is
outlined. The thesis concludes with a brief dismrs®f the limitations of the research,

and a reflection on the research process.

11



CHAPTER 2

THE EVOLUTION AND DEVELOPMENT OF SOCIAL
WORK SUPERVISION

This chapter sets the scene for this study via eerveew of the evolution and

development of social work supervision from bothirternational and Aotearoa New
Zealand perspective. It has two main parts, trs¢ being a review of the international
literature, while in the second part the more réedastearoa New Zealand literature is
reviewed. Each part discusses the main themagssand challenges for social work

supervision.

Social work supervision: An international perspective

The international literature reveals that sociatkveupervision is as old as social work
and that its history is inseparable from that ofiglowork practice (Kadushin and
Harkness, 2002, Munson, 2002, Tsui, 2005). In gamtiod, the forces, shaping the
development of social work supervision have beearsdhinfluencing social service
organisations and the process of professionalisatiibhin social work (Burns, 1958;
Munson, 2002; Tsui, 2005). These forces have beest mpparent in the shifts in
emphasis between the administrative and profedsioleaelopment aspects of
supervision (Kadushin and Harkness, 2002; Muns0022Tsui, 2005).

The discussion begins by tracing the origins ofesugion through to the
conceptualisation of social casework supervisione Emergence of social casework
supervision is followed by a period in which sociehsework supervision was
consolidated, and then another period when it walenged in terms of whether

supervision should be interminable, while the pcacttheory that underpinned it

12



changed markedly. In the latter period of thé” ZBentury, empirical research into
supervision commenced, and supervision specifiortee and models developed.
During this period, there was significant manaderaaganisation and professional
change and there was an attempt to respond to sgpneand marginalisation within
the literature. These themes continued intd' Zientury supervision, through the
influence of organisations, management and prafaakiregulation upon supervision,
the focus on cultural diversity and competencalpesvision and the development of an

evidence-base for social work supervision practice.

Origins

The origins of social work supervision are unclddnnson (2002) however, speculates
that it was most likely based on a model of sumémmi developed in England by the
medical profession, which was subsequently expdde&imerica. Whilst this argument
seems plausible, there is little in the recordextony to support it. The early written
history of supervision paralleled that of socialrkvpractice and started with the Charity
Organisation Societies Movement, which began inf@af New York, USA in 1877
(Burns, 1958; Kadushin and Harkness, 2002; Muns2002; Tsui, 2005). The
supervision involved the paid agents of this moveineing supervised as part of their
apprenticeship (Munson, 2002, Rabinowitz, 1987)e Bxtent to which supervision
included both administrative and professional deelent aspects is debated
(Kadushin and Harkness, 2002, Munson, 2002; TSM052 Tsui (1997a) covers this
debate well and asserts that the supervision b&gdman administrative emphasis
because the first visitors of the Charity Movemarmre the employers, who were
untrained volunteers from the upper class and wetesupervised. These employers
recruited paid agents towards the turn of the egnttom the middle and working
classes. The employers provided administrative rsiggen to the paid agents as a
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means of maintaining accountability. When the numbiepaid agents had become
sufficient to establish them as an occupationaligrahe professional development
aspects (namely education and support) began taddeessed as the paid agents
implemented an apprenticeship approach. The suglenvipractice at that time,

mirrored the paid agents’ practice and was focusedood advice and practical help

(Kadushin and Harkness, 2002; Munson, 2002, TQ%74).

The emergence of social casework supervision

In 1898, the New York Charity Organisation Socieffered the first recorded social
work training course (Burns, 1958). This coursekadrthe beginning of agency-based
education and training, and evolved in 1904 inXew York School of Philanthropy,
which later developed into the first school of sboivork, namely, the Columbia
University School of Social Work (Kadushin and Haks, 2002). In 1911, the
Columbia University School offered the first supsion training course for field
education supervisors (Kadushin and Harkness, Z082; 1997a). Around the 1920s,
social work training in North America moved fromesgies to universities. This move
corresponded with developments made in social cagetwwards a common casework
method, led by Mary Richmond'$ocial Diagnosis (1917) andWhat is social
casework? (1922), and the adoption of psychoanalytic thesyhe psychology used for
casework (Burns, 1958). The shift of social caséwaaining from organisations to
universities enhanced the teaching component arsigion and resulted in supervision
being identified as an educational process fomiegrsocial work practice (Bogo and
McKnight, 2005; Tsui, 1997a).

According to Burns, (1958) the supervision literatup to this point, showed a
fragmentary understanding of supervision, wherém three distinct components of
administration, teaching and helping, were not epiwalised or linked in a unified
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manner. This fragmentary construction was furtt@englicated by the emergence of a
fourth, therapeutic component from 1925 (Burns, 89Rabinowitz, 1987). The
therapeutic emphasis resulted in supervision beorngeptualised as therapy for the
caseworker and the supervision relationship becatherapeutic one. Not surprisingly
this occurred during the period within which psyahalytic theory was starting to be
widely adopted within casework practice and argualtl happened because
psychoanalytically trained caseworkers transfetred analysis of the analyst part of
their psychoanalytic training across into their iasbcasework supervision (Grauel,
2002). This therapeutic component did not endurthiwithe social work supervision
literature. Burns, (1958) attributes the reasonstéodemise and disappearance from the
literature to firstly the depression of the 193@$erein the focus of practice shifted
from clients’ psychological needs to their basidfare, and secondly to an emerging
emphasis on the role of supervision in the trainamgd development of social
caseworkers within the social work supervisionrditare. This development was
particularly evident in the first book on social lkcsupervisionSupervision in social
casework, by Virginia Robinson, which was published in 193®obinson (1936)
defined supervision from an educational perspectared emphasised the role
supervision had in the professional developmenprattitioners. In other words, she
provided the first clear unified conceptualisat@frsocial casework supervision, which
consisted of administration, teaching and helpimigponents, together with a theory of
learning. According to Burns (1958), Robinson’s 3&p definition of social casework
supervision together with her theory of professiat®velopment, contributed to the end
of the therapeutic component within social workeswsion, to the extent that between
1937 and 1950 it disappeared from the social wagesvision literature, as a learning

and social casework focus emphasis emerged.
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Consolidation of social casework supervision

The period between the late 1930s and 1950s waweaih which social casework
supervision was consolidated. This consolidatiocuoed across all three components.
The administrative component was strengthened g¢troimprovements in the
performance evaluation process, which included vations such as job descriptions
and performance standards (Burns, 1958). Likewilse,teaching of casework within
supervision was furthered by the recognition of tlide anxiety played in the
supervisee’s readiness for learning. This in tuaygd a part in the helping component
through providing a stronger endorsement to the that supervisors had in helping
workers identify and address their resistance ahettance to learn within supervision
(Zetzel, 1953). According to Rabinowitz, (1987)e tevelopments of this period
cemented supervision as a mainstay of caseworktigga@and thereby made it
inseparable from the casework method regardletsedaheoretical approach taken.

The influence of the casework method was evidernhénstructure, format and
processes of supervision, particularly through tyadic structure, the individual
conference or session based format and the reetenconcepts, such as transference,
counter-transference and parallel process (Kaduahioh Harkness, 2002, Munson,
1979a, 2002; Shulman, 1993, 2005; Tsui, 1997a; R00KmMately, the link between
the casework method and supervision contributgatdotice theory having a significant
influence upon supervision theory and practiceth extent that the debates in social
work practice theory were echoed within the supséowi literature, for example those
between the diagnostic and functional schools afiasovork in the 1950s (Burns,

1958).
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Social casework supervision challenged in the 1950s-1970s

The period between the 1950s and 1970s saw theepbraf social casework
supervision challenged from within the social wprkfession, first by views that linked
the construction of a professional identity to @aetmous unsupervised practice.
Secondly, within this period there was a significquestioning of the knowledge base

of psychosocial casework, in particular, its limkgh psychodynamic theories.

The interminable supervision debate 1956-1970s

Tsui (1997a, p. 195) argues that a prominent thentiee supervision literature between
1956 to the 1970s was a debate concerning “inteipiénsupervision and autonomous
practice.” This debate arose as a consequencee gfrtiessionalisation of social work,
through the expression of the view that a socialkeds professional status was
compromised by interminable supervision (MunsonQZ0Rabinowitz, 1987, Tsui,
1997a). One effect of this debate was the develapwiea trend away from continuing
ongoing supervision to a defined period of supedigractice, which was then
followed by autonomous practice (Munson, 2002). ebthresponses included
innovations such as group supervision and the vhew the autonomous practitioner
would use consultation about particular casesgratian have an ongoing supervision

relationship (Epstein, 1973; Kadushin, 1977; Ralitg 1987).

Changesto practice theory

This period also saw changes to social work’s cotioe with psychoanalytic theory
(Munson, 2002). These mirrored those occurringomnselling psychology, which were
due to the rise of other psychodynamic schoolsyels as behaviourist and humanist
approaches. Munson (2002) notes that in the 19B6eetwas a backlash against

psychoanalysis within social work, which contribliteo social workers turning to a
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social science theory base to conceptualise thratipe rather than a psychological
one. During this time, systems theory and socigtipslogical theories entered social
work (e.g. functional theory, role theory and conmication theory). According to
Munson (2002) the social science theories helpsidre a social emphasis within social
work in contrast to the psychological emphasis bzt been prevalent since the 1920s.
This in turn contributed towards a more balancegtipssocial approach to social work
and supervision. Examples of this were found in et@dhat integrated social science
theories such as Perlman’s (1957) problem solvipgr@ach and Hollis’ (1966)
psychosocial therapy.

Changes in practice theory were also reflectecupesvision, which continued
to mirror practice theory (Munson, 1979a). Durid t1960s and early 1970s, the
number of theoretical approaches to social worlctpra continued to increase. The
initial response to this was to try and find coritets between the old and the new
theories (an example of this was the linking offBactional Analysis’ three ego states
Parent, Adult and Child with Freud’s concepts & Buperego, Ego and Id) (Turner,
1996). The second response involved the acceptaintteeoretical pluralism and the
possibilities it brought with it (Turner, 1996). iEhtheoretical pluralism was also
reflected in the supervision literature, which irmparated ideas from transactional
analysis, task-centred practice and role theorspsatives (Kadushin, 1968, 1976;

Munson, 1979a; Pettes, 1979).

Empirical research and supervision specific theory and models

Prior to the 1970s, the social work supervisioeréiture mostly consisted of reflections
on practice, literature reviews and theoreticahglposited by experienced practitioners
and social work educators, with the theories andietsoused being derived from
casework and organisational function (Munson, 19719afact, there had been only two
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empirical studies conducted before 1970; both @s¢hwere small surveys within
localised settings (Western New York Chapter of MASL958; Scott, 1965), which
according to Tsui (1997b, p.42) “did not have aignificance in terms of either the
research focus, methodolggy impact,” because the results were primarily dptee
and the conclusions drawn from them were speafieaich study’s setting.

During the 1970s and early 1980s, three major rebeatudies of social work
supervision were conducted in North America. Thesadies stand out for their
contribution to establishing an empirical foundatto social work supervision and their
respective contribution to social work supervisibaory and practice. The first of these
was completed by Kadushin (1974) who undertook teomal survey on social work
supervision in the United States of America invotyia random sample of 1500
subjects (750 supervisors and 750 supervisees3. Sihivey provided a description of
social work supervision at that time in the Unitistes of America, plus an empirical
foundation for defining supervision in terms of adistrative, educational, and support
functions, which subsequently developed into Kadushfunctional model of
supervision (Kadushin, 1976).

Munson’s (1975) doctoral dissertation on the usésstauctural, authority and
teaching models in social work supervision was skeeond study. Munson (1975)
surveyed 65 workers, by way of individual intervieamd 60 supervisors by self-
administered postal questionnaire. He found that tdaching style and structure of
supervision had little effect on workers perceigatisfaction, whereas, authority did to
the extent that supervisors who were perceiveg@vaie from a competence model had
a greater influence and a more positive affect ughair supervisees, than those who
used a sanctioned or role-based model. Munson J18/86 recommended that an

analysis of the interactional processes involvedupervision be applied to address
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issues pertaining to conflict and authority in swpon regardless of the structure used.
Moreover, he noted that the dual model whereby tthe roles of “administrative
supervision and clinical consultation” were cleadystinguished deserved further
consideration, particularly when these roles wessted in different individuals
(Munson, 1975, p.237).

The third study, which was conducted by ShulmarhifRson and Luckj (1981),
consisted of a sample of 780 respondents (109 wgpes and 671 supervisees) and
was focused on the content, context and skillsipésvision in social work, nursing and
residential settings across Canada. From this stsdylman et al. (1981) developed a
scale of supervisory skills, which Shulman (199302 later applied in a further study
to test an interactional model of social work sweon and from which he also
determined that parallel process was part of s@etak supervision. During the 1980s
and 1990s the research foundation set by Kadushinson and Shulman was added to
by studies across a range of supervisory issuesseTlimcluded the following:

 The relationship between supervision and the worid areatment

environment (Eisikovitz, Meier, Guttman, Shurkaddmvinstein, 1985);

* Explorations of supervisory activities and tasks(®hercik, 1984; Poertner
and Rapp, 1983);

» Supervisory leadership (York and Hastings, 1985k¥amd Denton, 1990);

e The training needs of social work supervisors (&eerd Lazar, 1993);

e The functions of supervision and Kadushin’s modédl smcial work
supervision (Erera and Lazar, 1994a, 1994b);

e Supervision’s contribution to client outcomes, wtisatisfaction and worker
contentment (Harkness, 1987; Harkness and Poeri889; Harkness and
Hensley, 1991);

* The testing of interactional social work theorytwregard to the association
between skills, relationships and outcomes in siiped social work practice
(Harkness, 1995 and 1997);

* The nature of the supervision relationship (Kai4682).

The research efforts of Kadushin (1976, 1985, 199282b, 1992c); Munson, (1983;

1993) and Shulman (1993) also contributed to thesid@ment of supervision specific

models, with their popular text books frequentiyny referred to as the starting point
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from which others developed their supervision apphes (e.g. Brown and Bourne,
1996; Morrison 1993; Tsui, 2005). The developmdrgupervision specific models was
particularly evident in Bruce and Austin’'s (20003view of seven major North
American social work supervision texts, which were:

. Supervision in social work (Kadushin, 1976, 1992b);

. Supervisory management for the human services (Austin, 1981);

. Competent supervision: Making imaginative judgements (Middleman
and Rhodes, 1985);

. Supervision and performance: Managing professional work in human
service organizations (Bunker and Wijnberg, 1988);

. Supervising in human services: The politics of practice (Holloway and
Brager, 1989);

. Clinical social work supervision (Munson, 1993);

. Interactional supervision (Shulman, 1993).

According to Bruce and Austin (2000, p. 99), thésets provided the basis for “an
evolving framework of supervisory practice” acrdélse macro-micro multidimensional
nature of social work supervision. The texts, alsarly illustrated that a shift had taken
place in social work supervision literature fromagtice theory based approaches
towards supervision specific models. In additionyd® and Austin, (2000, p. 89) noted
that the period when these texts were written was ane in which there was “an
increased demand for accountability” and “increasexhitoring of staff,” which are

issues that come to the fore in the next section.

Managerialism, organisational and professional change

The 1980s and 1990s were decades, in which furadetroviders of social services
were particularly concerned with managing the adstocial services (Munson, 2002).
The tools used to address this included the separat policy making and funding

from the delivery of social services, and the intabon of managerialism into the

social services (Tsui and Cheung, 2004). The efipon social work supervision was
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three fold. The first saw supervision become usedl erceived as an accountability
process (Bruce and Austin, 2000; Tsui, 1997a, 2003 second involved an emphasis
on the administrative or managerial function thifoage use of contracts, a focus on
task completion, and job performance (Bamford, 1988ulshed, 1990; Kadushin,
1992b; Morrison, 1993; Munson, 1993; Tsui, 1997&he third effect was the
reinforcement of differences between managers, everand clients (Gowdy, Rapp and
Poertner, 1993). These differences were advangedgh the appointment of generic
managers who did not come from social work backgsuand had little appreciation
for social work and supervision processes (Ree39)19

The reaction displayed within the supervision &tere to the managerial take
over was twofold. Firstly, an argument was made tfer separation of managerial
aspects from the clinical or professional aspetsipervision (Erera and Lazar, 1994b;
Gibelman and Schervish, 1997; Payne, 1994). THe ftalseparation were in essence a
further development to the dual model previouslfemed to by Munson (1975),
whereby the managerial supervision and clinicalsattation roles were separated and
vested in two different people. In this period, feparation of the roles resulted in both
the development of clinical supervision/consultatimdertaken within the organisation
by a professional peer and/or external clinicalesuigion/consultation provided by a
private consultant not employed by the organisatitrhaky, 2001). The European
supervision literature accessed particularly iHats a move towards external
supervision occurring with supervision being rentbv&om the organisational
hierarchical structure and offered as a professioeducational, and organisational
development intervention by private practitionenei a range of disciplines (Belardi,
2002; Bradley and Hojer, 2009; Busse, 2009). Thisurn saw supervision within a

number of European countries start to professisaah its own right, separately from
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social work (Belardi, 2002; Busse, 2009).

The second reaction was to emphasise the impertahcahe “clinical” or
professional contribution of social work supervsito direct practice and to locate
social work supervision within the interdiscipligafield of “clinical supervision”
within the wider human services and helping pratess The importance of the
“clinical” or the professional contribution to daepractice was emphasised within the
published books of this period (Brown and Bourr@9d, Hughes and Pengelly, 1997;
Kadushin, 1992b; Morrison, 1993; Munson, 1993;dhatrd, 1995; Shulman, 1993). In
addition to this was the important and valuableaesh undertaken by Harkness (1987,
1995, 1997); Harkness and Poertner, (1989); Haskrewl Hensley, (1991) which
identified the contribution supervision made tceenti outcomes, client satisfaction and
worker contentment, together with the contributiohinteractional theory to skills
relationships and outcomes within supervised practi

The positioning of social work supervision within amergent interdisciplinary
field of clinical supervision can be traced to msé reported by Chernis and Egnatios
(1978) who surveyed clinical supervision in a comityumental health setting amongst
social workers, psychiatrists, nurses, psycholegisid non-professionals. According to
Chernis and Egnatios (1978, p. 219), “the critfaalction of professional development
distinguishes clinical supervision from the supsinm characteristics of other work.”
Their study indicated that “clinical supervisiorddha currency amongst social workers
from within the mental health field, however, tregm ‘clinical supervision’ did not
seem to appear again in the social work literatun@ Munson (1983) conceptualised
the phenomena of “Clinical social work supervisiofif the same year, Munson also
became the founding editor dhe Clinical Supervisor Journal, an interdisciplinary

journal of supervision within the psychotherapy améntal health fields. Under
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Munson’s editorship, social work was identifiedos® the main contributing disciplines
to the journal (Shulman and Safyer, 2002). The gagent and placement of social
work supervision within the wider clinical supeiais field resulted in literature from
other professions becoming incorporated within sloeial work literature, with one
example of this being Philip Rich’s (1993) integ@imodel, which was developed from
an interdisciplinary literature review of 26 models supervision across the fields of
social work, counselling, clinical psychology areht¢hing. It has also resulted in a
proliferation of supervision models, to the extdrat Rich (1993, p. 137) described the
field as a “supervisory jungle” and noted that dkesghe proliferation of models there
was not a comprehensive definition or theory desugi the purpose or methods of
supervision. The interdisciplinary mixing also atlmited to the social work
supervision literature being considered by othefgssions, where previously it would
have been ignored (Bernard, 2005). Another effédhe clinical emphasis in social
work supervision was the development of clinicgdeswision training programmes by
social work schools (Kaiser and Barretta-Hermarg9)9 Towards the end of the 20
century, Gibelman and Schervish (1997) noted tbevtyr of clinical supervision within
social work and attributed this to the increaseclinical social work undertaken by
private or sole practitioners and a decrease ditibaal agency based supervision. Both
of these features were attributed to the orgamisatiand policy changes described
above.

Another professional influence was the credentipdind professional regulation
movement (Barretta-Herman, 1993; Garrett and Bartdérman, 1995; Gray, 1990).
The movement toward the professional regulationsatial workers within North
America connected supervision with the processoeinkure for independent practice

(Barretta-Herman, 1993; Gray, 1990). The effecthas connection according to Gray
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(1990) was that it raised the importance of sugewi for practitioners who needed to
verify a set of supervised practice hours in otdeattain a license. Concern, however,
was expressed by Barretta-Herman (1993) who ndtatl ance practitioners were
licensed the need for supervision could be seeomisary to the professional autonomy
and independence attained through being licensedrea-Herman (1993) also
suggested that third-party payers and employers welly resist the financial cost of
supervision on the grounds that practitioners ampetent, licensed and independent

professionals who should not need supervision.

Response to oppression and marginalisation

During the 1980s and 1990s a concerted effort waslemin regard to naming
oppression and trying to mitigate its effects tigtouhe empowerment of people from
marginalised groups within western liberal demoeagqPayne, 1997). Lee (1996)
emphasised that the convergence of social, pdldiecd economic movements, (such as
indigenous people rights, the women’s movementbthek power movement, the gay
rights movement, and the disability and mental theebnsumer movements) with
liberation theories, from theology, political saten psychology, and economics,
contributed to the synthesis that became the somak empowerment approach. Lee
(1996) also attributed the integration of Paularére critical approach into social work
theory as key to the development of the social wemkpowerment approach. This
empowerment and anti-oppressive theme in socialk waactice emerged in the
supervision literature in the late 1980s, at firsbugh feminist critique, followed by an
ethnic and cultural critique of supervision. Thesiiques highlighted that traditional
supervision was constructed from a white-male-wadbtéerarchical perspective, which
did not address or consider the influence of powersent in supervision from
structural, political and socio-cultural discour¢Bsown and Bourne, 1996; Chernesky,
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1986; Drew, 1987; Hipp and Munson, 1995; KaiseQ7tMatheson, 1999; Morrison,
1993). As a consequence of the critiques there :wibiee development of feminist
models (Chernesky, 1986; Hipp and Munson, 1995hkkdn, 1999); the incorporation
of anti-oppressive and anti-discriminatory appre@sch{Brown and Bourne, 1996;
Morrison, 1993); and a revisiting of the issuesaaned with power and authority in
the supervision relationship (Kaiser, 1997). Howewbhose researching supervision
within particular cultural groups in the 1990s coemted that real challenges remained
in understanding how culture influenced supervisaol organisational contexts, and
the development of multicultural ethnic sensitivitsnongst supervisors who were part
of the white mainstream culture (MacEachron, 1994jis was despite culture being
identified as the dominant context within which sojision occurred (Tsui and Ho,
1997). In a nutshell, the supervision field hadebascratched the surface with regard to
issues of cultural sensitivity and competence osstcultural supervision relationships

and the supervision of cross-cultural practice.

Towards the end of the ®@entury the supervision literature was focusedhupo
the influence the changing environment had uporesigion practice. The themes
included calls for more research in relation toeefive supervision, the need for
supervision to become more reflective of the come@f ethnic and cultural groups as
well as responsive to the demands of an increasingtrdisciplinary outcome focused
social service setting (Bruce and Austin, 2000;eBitan and Schervish, 1997, Tsui,

1997h).

Supervision in the 21st century

Since 2000, the issues raised in the previous @ecedncerning the changes in

organisational culture, management, professiongllagion, cultural diversity and
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competence, have continued to feature within tieediure. In addition there has been a
theme concerned with effective and evidence-baspérsision practice (Austin and
Hopkins, 2004; Bogo and McKnight, 2005; Kadushird dfarkness, 2002; Munson,

2002, 2004, Tsui, 2005).

Organisations, management and professional regulation

The changes in organisational cultures and managemawe seen the traditional model
of supervision, which combined the administratieducational and support functions,
decrease in health environments as the number ofsoacial work supervisory
managers or team leaders increased (Berger ané&iiiZ2001). According to Berger
and Mizrahi, (2001) social workers no longer relggdtraditional models of supervision
for professional development and clinical considtatand sought clinical supervision
amongst peers either individually or in groups, oottside of the organisation. In
contrast, studies conducted in not-for-profit andlr child welfare fields revealed that
supervision within this field continued to be deligd in its traditional form (Collins-
Camargo, 2005; Stein, 2005). The difference betwwssalth and the other fields of
practice in the delivery and forms of supervisiodicates a variety of supervision
forms, in contrast to the previously uniform traahtal approach. These variations have
given rise to a debate concerning whether peer extdrnal forms are actually
supervision, or would be better termed as consoiftaiBogo and McKnight, 2005;
Munson, 2002). The American Board of Examiners Gfinical Social Work
(ABECSW) (2004) position statement on clinical swpgon endorsed the need for
clarity in the use of the terms supervision andscdtation. According to ABECSW
(2004, p. 21) supervision was linked to a “formatlaaccountable role in the agency
staff system”, whereas the contracting of outsidper consultants did not permit such
a role or grant a formal authority over the supegis job performance and over the
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casework or client work. Rather, the contractedsatiant’'s mandate was one of
education and expertise with decision-making anspoasibility for the worker’s
performance and client work remaining with the ptemer and their organisation.
Confusion resulted, however, in situations whenetreted consultants had been called
supervisors by organisations without these org#éioiss providing them with any
formal organisational sanction or responsibility the practitioner’s job performance
and practice (ABECSW, 2004). In response to tiitisason, Bogo and McKnight
(2005, p.53), recommended the “consistent useroigédy the academic and practice
community...to facilitate study and communication”oab the respective roles of
supervisor and consultant.

Despite the variation with regard to terminologydamwles, the link between
supervision and professional regulation has coatinwith supervision now part of the
pathway to full registration or licensure within arcreasing number of jurisdictions
(Edwards, Shera, Reid and York, 2006; Munson, 20®3garding this however,
Barretta-Herman (2001) noted that there was amsistent situation within the United
States of America, whereby state licensing boaedgiired continuing education for
renewal, rather than supervision, and only somerdsoallowed supervision to be
credited towards a licensee’s continuing educatguirement. The lack of consistency
regarding the status and role of supervision withéate licensing laws together with the
position of clinical social work supervision withigocial service agency settings
contributed to the ABECSW, placing their (2004) ifoa statement under revision in

order to research the situation further.

Cultural diversity and competence

Internationally matters pertaining to cultural disiey and competence within
supervision have been further developed throughwbek of Tsui (2001, 2005) in
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relation to a culturally sensitive approach to suiseng Chinese social workers in Hong
Kong, and Ramierez (2001) concerning differenceéwéen Hispanic and non-Hispanic
supervisors cultural knowledge and ethnic sensjtivi relation to Mexican-American
people. The concept of culturally competent supgsai has also been discussed by
McPhatter (2004), who outlined a framework for atally competent supervision that
involved practical strategies supervisors can usemidel culturally competent
supervision within multicultural settings. Thesmstgies included: the development of
a core knowledge base concerning cultural diffezean understanding of the context
within which cultural challenges arise; effectiveoss-cultural communication and
conflict management skills; and the ability to deean environment of safety within
supervision. Notably these developments have aseldesultural sensitivity from a
multicultural or majority cultural perspective, ahéve not considered the issues of
indigenous development and biculturalism that ae pf the Aotearoa New Zealand

context.

Towards an evidence-base for supervision practice

According to Kadushin and Harkness (2002), the sigien literature has become
more empirical with an increasing number of stude®r recent decades. The
evidence-base for supervision practice continuedeteelop with studies reported in
areas as diverse as:

. cultural sensitive supervision amongst Chineseasowebrkers in Hong
Kong (Tsui, 2001);

. the value of supervision for clinical social workein the process of
therapy and cure (Hensley, 2002);

. supervisees’ perception of the usefulness of sigervin direct practice
with clients within not-for-profit agencies (Ste2(05);

. the relationship between effective supervision, aargational culture,
evidence-based practice, worker self-efficacy am@ame in public child
welfare (Collins-Camargo, 2005); and

. the perspectives of Ontario social workers conceyriheir post-degree
supervision needs (Hair, 2008).
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In addition to these studies, an increased emplgsia empirical research is evident
within recent publications. An example of this @aufd in two recent research based
monographs. The first of these, Shulman and Saf2605), contained reviews of
clinical supervision research in social work aneldipracticum supervision; whereas
the second monograph, Jones and Sundet (2007)knpedsa case study in child
protection services supervision that included respof research undertaken within four
south-eastern states of the United States of Amefiibe studies reported a range of
areas connected with the supervision of child mtaia workers and provided an
evidence-based foundation to supervision practiteinwthis field. A further example
of an increasing research emphasis within the beodak supervision field was the
inclusion of specific chapters that review the ampl social work supervision research
literature within the two most recent general slogiark supervision textbooks (Austin
and Hopkins, 2004; Tsui, 2005).

Overall the evolution of social work supervisionrmors the evolution and
development of social services and the social vpodfession. The literature reviewed
above shows that supervision was shaped by develugnin social work theory and
practice, management, organisations and profedsiatian and that in each period the
practice of supervision reflected the emphasidriteraction of these elements created.
In the 2% Century as supervision responds to changing csgtional, professional and
social environments it has clearly evolved beyone mono-form of the traditional
hierarchical model towards new models that arecéfle of pluralism and diversity. In
such an environment, Munson (2004, p.94), idemstifieat the challenges facing
supervision in the ZiCentury are firstly, for supervisors to find “aldrece between the
general and specific in practice to achieve the pessible outcomes for clients,” and

secondly, to develop new models that pass on thesaknowledge and skills of the
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profession and relay “a sense of social work’s thge” to the next generation of

practitioners and supervisors (Munson, 2004, p.94).

Social work supervision in Aotearoa New Zealand

Not surprisingly the Aotearoa New Zealand literathes been of a more recent origin
and is generally not known or acknowledged outsitidotearoa New Zealand. The
development of social services and social workrpiaothe emergence of literature in
the late 1960s will be considered first. Next, themes present in this literature up to
1990 will be considered. Then the themes pertaitorifpe profession’s response to the
effects of managerialism and the subsequent pratitan of supervision literature from

1997 to 2008 will be discussed.

The development of social services

The development of social work supervision is s#dawithin the context of the
development of Aotearoa New Zealand as a natisnsatial services and its social
work profession. Prior to European settlement, Mgtne indigenous people of
Aotearoa New Zealand) had established systems ref wihin their tribal (whanau,
hapu and iwi) structures (Nash, 2001). Includedhiwitthese structures were
supervisory processes, responsibilities and rddeadley, Jacob and Bradley, (1999,
p.4) illustrated this when they identified the &olling roles as supervisory:

kaiawhina (helper), kaitautoko (supporter), kaiwddakere (organiser), kaiarahi

(guide), kaiwhakariterite (planner), mangai taut¢kdvocate), takawaenga

(liaison or mediator), kaiwhakatutuki or kaiwhakeatna (implementer),

whakaruruhau (shelterer), kaitiaki (guardian), mahakahaere or pou
whakahaere (manager), and tautohito or matangakamga (expert).

The Treaty of Waitangi (1840) was followed by aidapcrease in European settlement
and the importation of British social policies amdlfare provision (Ruwhiu, 2001). In

the Treaty of Waitangi, Maori hapu (tribes) and Brdish Crown agreed to be partners
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in a process of nation-building and settlementpugh the Crown being permitted to
establish a government, whilst Maori tribes retditieeir rights of chieftainship, self-

determination and management of their resourcedraadures, as well as gaining the
rights and privileges of British subjects (Orany@87; Simmons, et al., 2008). Despite
the promises made in the Treaty between the 1860s1890s there were numerous
breaches of it, to the extent that by 1890, thdlesegovernment had effectively

colonised New Zealand through law, war, land caafion and the suppression of
Maori cultural practices (Ruwhiu, 2001).

It was at the end of this period that charity basetfare services started (Nash,
2001). It is not known whether the people who dmld these welfare services were
supervised or not. In the 1920s the first full-timmerkers were employed in the child
welfare and probation fields, whilst the first dgsted medical social worker was
employed in 1939 (Nash, 2001, Schofield, 2001). Sineervision of these workers was
by way of an apprenticeship model that was focusedjob learning and job
performance, which continued through to the latd0s9(Drew, 1987; O’'Donoghue,
2003). Supervision in New Zealand at this time wadl behind that in North America
which during the 1920-1940 period saw the developn@ practicum and social
casework supervision that was focused on the patsoml professional development of

the caseworker (Burns, 1958; Robinson, 1936).

Development of social work

Social work education was established in the fofnthe Diploma in Social Sciences
from Victoria University in Wellington in 1950 (Nhs 2001). This programme’s
support to fieldwork supervisors provided an imgeto improve the professional
development aspects of supervision (Austin, 1972 increase in qualified social
workers contributed to the establishment of the N#&aland Association of Social

32



Workers (NZASW) in 1964 (Nash, 2001). The focudhmitthis period of establishing a
social work profession and educating social worklersugh supervision meant that the
autonomous practice and interminable supervisiobate that occurred in North
America was not a question that concerned New Adadacial workers, because at this
time supervision was integral to their on the jokarhing and development

(O’'Donoghue, 2003; Rabinowitz, 1987).

The development of social work supervision

Between 1965 and 1988 social work supervision veagldped. The NZASW initially
led these efforts through its support of the fastial work supervision course held in
1965, and by publishinSupervision in Social Work a New Zealand Perspective (1972),
a monograph which consisted of a collection of pspmany of which were prepared
and presented at a conference held in 1OVDASW, 1966; NZASW, 1972). Despite
these initiatives the supervision literature grdemdy, a fact that was bemoaned by
Bracey (1978) who identified that there had onlyerbefour articles published
concerning supervision in 38 issues Ndw Zealand Social Worker. Bracey (1978)
compared the New Zealand supervision situation i international supervision
literature at that time and argued for the develepnof research and writing in relation
to supervision practice within New Zealand. Thealepments that occurred within the
1970s in New Zealand mirrored those occurring inthNNdAmerica and showed the
influence the international literature had uponesuision practice particularly in terms
of models of supervision. The argument Bracey §)97ade for the development of
research and writing concerning supervision praciso reflected what was occurring
internationally within social work supervision aat time (Munson, 1979).

In the early 1980s two academic research studiee wempleted (Bowden,
1980; Bracey, 1981) and the first New Zealand sugen qualification, the Certificate
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in Social Service Supervision from Massey Univgrsitas offered from 1984 until
1992. The major development, however, was the maltBupervision resource package
(New Zealand Social Work Training Council, 1985)igthcontained a position paper,
development planners, an extensive bibliographyl bnef outlines of supervision
models from a number of practice settings. Noteadneongst the models was the
inclusion of a bicultural model and a feminist mipdevhich illustrated the
consciousness-raising that occurred during thisogeabout the effects of colonisation
and patriarchy (Beddoe and Randal, 1994). Likanternational developments referred
to previously these initial attempts whilst laudabhly really scratched the surface to
the extent that Mataira (1985) commented that hical supervision was not a matter
of debate or a reality for Maori social workers l@hiWebber-Dreadon, over a decade

later (1999) described supervision within AoteaX®av Zealand as monocultural.

The managerial take over

At the end of the 1980s, the initial effects of mgerialism saw an increasing emphasis
on administrative supervision to the detrimentha €ducation and development gained
through critically reflecting upon one’s practicgith supervision as a process being
subsumed into the organisation’s performance manageand accountability systems
(Blake-Palmer and Connolly, 1989; Taverner, 1988)s situation was clearly captured
within the social work literature of this periodjtivthe most poignant example being
Social Work Review 6 (5/6), which deliberately focused on supervisiod enanagement
with the editorial noting that a decision was made:

To emphasise the crucial role that supervision layensuring social workers

maintain professional and ethical standards irr fhigictice. Supervision can be a

way of ensuring that social work is not undermineyg the imperatives of
organisational efficiency (Barrett and Munford, 499).
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This issue contained articles concerned with tla¢esof supervision from a training
perspective (Beddoe and Davys, 1994), a small spaétative study concerning care
and protection supervision within statutory soairk (Young, 1994) and a brief
statement of the essential features of social wsoapervision (Cockburn, 1994). Other
contributions to this professional response weeeathnotated bibliography of local and
international supervision literature compiled by nBe (1995) and the practical
handbook for supervisors produced by O’'Donoghu@98). Both these publications
published by the Massey University social work pemgme and were widely circulated

within New Zealand.

The development of professional social work supervision

Towards the end of the 1990s the ANZASW publisheduipervision policy statement
(ANZASW, 1998) and graduate and postgraduate dcatibns in supervision were
established (O’Donoghue, 1998). There was alsmamrease in the volume of research
and publications on the topic of supervision, witbst of these published or reported
since 2000. In general, the research conducteccaraserned with specific supervision
areas and fields of practice (Cooper and Anglen@32M@avys, 2002; Ellis, 1998;
Eruera, 2005; Hirst, 2001; O’Donoghue, 1999; Shephh2003; Simmons, 2006;
Thomas, 2005; Virtue, 2007) and across the stuble$ollowing common themes were
apparent:
1) being able to choose the supervisor and a aariste relationship appeared to
be imp_ortant factors in contributing to positive good supervision for the
supervisee;
2) supervision tended to be monocultural and réflecof the majority New
Zealand European/Pakeha culture, with culturaljlhical and Kaupapa Maori

supervision being not well understood amongst $oaiarkers from the
majority group;
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3) individual supervision sessions in which supsres and supervisors discussed
accounts of the supervisee’s work appeared to lee niain method of
supervision;

4) there appeared to be a move away from the ivadit line-management

supervision model towards a more mixed deliveryhvilie use of peer and
external supervision; and

5) professionally orientated supervision contriluie the learning, development and
practice of practitioners and their social sernaoganisation.

Turning to the themes found in the books and jduamtcles published within this
period these concerned: the models, processes hengracticalities of supervision
(Beddoe and Egan, 2009; Garland and Ellis, 200@artiers, 2005; Hanna, 2007,
Kane, 2001; Morrell, 2003, 2008; Thomas and D&@4)5); supervision within specific
fields of practice (Bell & Thorpe, 2004; Cooper(080 Field, 2008; O’'Donoghue, et al.,
1999; Tisdall and O’Donoghue, 2003; Wepa, 2007)pNperspectives and approaches
(Bradley et al. 1999; Walsh-Tapiata and WebsteQ420WNebber-Dreadon, 1999);
culture within supervision (Davys, 2005; Su'a-Ham&kiand Mafile’o, 2004); external
and cross-disciplinary supervision issues and ambres (Morrell, 2001; O’Donoghue,
2004; Rains, 2007); the training of supervisors aogervisees (Beddoe and Davys,
2008; Morrell, 2005) and the state of supervisiorgeneral (Beddoe, 1997a, 1997b;
Hutchings, 2008; O’'Donoghue, 2001, 2002, 2003, 2@®onoghue, et al., 2005,
2006).

With the exception of the articles and papers tlyemncerned with Maori and
Pasifika models and approaches (Autagavaia, 20€d4dI&y et al. 1999; Su’a-Hawkins
and Mafile’o, 2004 Walsh-Tapiata and Webster, 2004bber-Dreadon, 1999), there
was a strong influence from American and Britispeswision sourcés by way of the
application and adaptations of these ideas and Isddethe Aotearoa New Zealand

supervision practice setting. Furthermore, a nundjearticles (e.g. Beddoe, 1997a,

2 Those most frequently referenced were Brown andBny(1996); Hughes and Pengelly, (1997); Kaduqhii/6,
1992); Kadushin and Harkness, (2002); Morrison 82®01), Munson, (1993, 2002); and Payne, (1994).
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1997b; Beddoe and Davys, 2008; Davys, 2005; Co@®6; Garland and Ellis, 2006;
Morrell, 2001; 2003, 2005; Rains, 2007), relied mfpmm ideas, concepts, and models
from the counselling and nursing supervision litera, with Bond and Holland, (1998);
Carroll, (1996) Inskipp and Proctor, (1988, 199&nd Hawkins and Shohet, (1989,

2000), being those most commonly referenced.

Overall social work supervision within Aotearoa Ne&fealand is pluralistic and
differs across fields of practice and practitiormpulations with regard to form,
functions, models and approaches. With regard etldi of practice, Field, (2008)
describes a traditional model operating within ttgld welfare field, whereby a
supervisor with line authority undertakes the adstiative, educational and supportive
functions in individual supervision, which is suppiented by the recent development
of a group consultation model as a means of chgakafiety and finding solutions with
challenging cases; whilst in health and the comtguprobation field there is dual
model, in which peer supervision is used for theesuision of clinical and professional
practice and administrative or management supervis undertaken by a team leader
or manager (Cooper, 2006; O’Donoghue, 1999). Siiyithais dual model also operates
in the not-for-profit field and for the supervisiomnagers; however, in these fields the
clinical or professional supervision may be prodidsy external contracted supervisors
(Bell and Thorpe, 2004; Hirst, 2001). With regaodptactitioner and client populations
groups, particularly, Maori and Pasifika peoplesther variation occurs in the form of
cultural supervision which may be provided within outside of an organisation
(Autagavaia, 2001; Bradley et al. 1999; Su’a-Hawkand Mafile’o, 2004 Walsh-
Tapiata and Webster, 2004; Webber-Dreadon, 1998X).another population difference

concerns supervision across professions or cresgptinary supervision, with social
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workers supervising and being supervised by colleagrom other professions such as,

nursing, psychology and counselling (Cooper, 2@¥&0noghue, 2004; Rains, 2007).

Undoubtedly, the pragmatic acceptance of the wagesupervision practises within
the Aotearoa New Zealand literature together witlspecific form of supervision
pertaining to culture, coupled with Maori and Pi&sifmodels, differentiate it from the
international literature. Eruera (2007, p.143)vies an apposite summary of the latter

when she states that:

The development of supervision in Aotearoa has befumenced predominately
by international trends in social work theory amédgbice and western models of
supervision. More recently, the importance of aat@nd tangata whenua models
of supervision within Aotearoa has been recognesed acknowledged as being
unique within specific obligations under Te Tiri6 Waitangi [Treaty of
Waitangi].
On the whole, the proliferation of literature amdearch since 1997 suggests that there
has been a professional recovery of supervisionth@dsubsequent development of a
professionally oriented form of social work supsion (Beddoe, 1997b; O’Donoghue,

2001, 2003).

Professional social work supervision in the 21% Century

In the current decade, professional social worlestigion has been consolidated within
social service organisations, education and trgirproviders and the profession in
Aotearoa New Zealand. Within organisations, theas been an increasing use of
supervision policy statements, the separation ahiadtrative and professional
development functions through either peer or edesnpervision and the purchase of
training for supervisors (Beddoe and Egan, 20091e&K2001; O’'Donoghue, 2003). For
education and training providers, there has alsenban interprofessional and
interdisciplinary emphasis within supervision gfieditions as well as courses of
training offered for supervisees in how to make nhest of supervision (Beddoe and
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Davys, 2008; Morrell, 2005). In terms of the praies the ANZASW have formalised
the link between the assessment of social workess\petency to the expectations
contained in their policy statement on supervisigiNZASW, 1998); established a
Supervisors Interest Group; developed practicedsti@is for supervisors; a register of
members offering external supervision; and amentiedsupervision section in the
Code of Ethics (ANZASW, 2004a, 14-15; ANZASW, 20p4b

Supervision also plays an important role in soocmarkers’ registration
(Hutchings, 2008). The Registration Board’s polatgtement concerned with enough
experience to be entitled to registration definesugh experience for the purpose of
registration as being 2000 hours of supervisedtiggcpost qualification (SWRB,
2007a). In regard to the maintenance of a regdtesecial worker's practising
certificate, the Board'’s criteria for annual pragtg certificates (SWRB, 2008) requires
a statement from a supervisor or manager attetiaigthe registered social worker has
had regular supervision, whereas for the purpodeshantaining a certificate of
competence, the supervision expectations for m@gdtsocial workers policy statement
(SWRB, 2007b), require practitioners to access @pyate supervision at least
monthly. In addition to these policy statement® €ode of Conduct (SWRB, 2005)
and Code of Conduct Guidelines (2006) reinforce supervision’s importance and the
connection with competent practice, to the extdwit Code of Conduct Guidelines
(2006, p.8) state that:

Supervision is so fundamental to providing compefaonfessional social work

services that all employers must provide supermis&ven if it requires them to
look outside of their own organisation for supeovss

The Board'’s position is clearly that life-long im@nable supervision is fundamental to

competent professional social work practice.
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The themes and issues present in the Aotearoa Remland social work
supervision literature show that this literatures hdrawn from and mirrorred the
international literature whilst also clearly reflieg the Aotearoa New Zealand context.
From this review of the literature, the followingatures appear to be characteristic of
the Aotearoa New Zealand supervision model: 1) rdwognition and acceptance of
plurality and diversity in the practice of superwigs 2) the development and use of
culturally based approaches by Maori and Pasifikactioners; 3) the concept and
practice of cultural supervision; and 4) superviSaole as fundamental to competent

professional social work practice throughout thecfitioner’s career.

Conclusion

In this chapter, the evolution and developmentoaia work supervision as described
in the international and local Aotearoa New Zealditetature has been discussed.
Tables 2.1 and 2.2 below summarise the discussiomlation to each setting, with
regard to the periods, focus of supervision, issuesdevelopments. From these tables
it is apparent that internationally and within Aatea New Zealand the key challenges
for supervision in the 21Century concern:

1) Constructing social work supervision in termsitthmeflect its practice and
purpose;

2) The identification of what contributes culturdevelopment, safety and
competence within supervision;

3) Finding a balance between the general and $pécisupervision practice in
order to achieve the best outcomes for clients;

4) The issue of on-going supervision through a tiraners’ life-span and the
nature of this; and

5) What is effective best practice in supervisiod aow to achieve that?
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Table 2.1 A summary of theinternational supervision literature

Period | Focus | Issue(s) | Developments
Origins of Social Work Administration and job Staff management, training  Apprenticeship model
supervision 1850-1920s. management. and support.

Emergence of social
casework supervision
1920s-1936.

Consolidation of social
casework supervision
1937-1950s.

Challenges to social
casework supervision
1956-1970s.

Empirical research and
supervision specific theory
and models 1965-1990s.

Managerialism,
organisational and
professional change
late 1980s-2000.

Response to oppression
and marginalisation
1980s-2000.

21 Century.

Learning to practice social
casework.

Administration, teaching,
and helping.

Professional development
and identity.
Theory base.

Gaining knowledge and
understanding of
supervision practice, and
supervision.
Development of
supervision theory and
models.

Accountability,
managing cost
efficiency and
professional identity.

Sensitivity to difference
and power relations and
politics of exclusion.

Professional /Clinical
Accountability.

Cultural competence.
Evidence-based practice.

Education of social
caseworkers.

A fragmentary
conceptualisation of social
casework supervision.
Therapy and supervision.

Supervision mirrors
casework.

Interminable supervision or
autonomous practice.

New psychological and
social science theories.

Previous literature
comprised of self reports,
literature reviews and
theoretical expositions.
Models and theories
derived from casework and
agency.

Dominance of the
management supervision.
Potential loss of educative
supervision.

Interminable supervision.

Lack of recognition and
response to personal,
cultural and structural
difference in supervision.

Diverse forms of
supervision.
Supervision/Consultation.
Culturally competent
supervision.

A balance between general
and specific to achieve best
possible outcomes for
clients.

Practicum supervision.
Robinson’s (1936)
definition of supervision as
an educational process
involving administration,
teaching and helping
components.

Theory of learning and
practitioner development
linked to supervision.

Job descriptions and
performance standards.
An understanding of the
role of anxiety in learning.

Group and peer models.
Consultation.
Incorporation of new
theories and models from
practice.

Theoretical pluralism.

Foundational research
base.

Empirical definition, theory
and model development.

Separation of
administration and
education functions.
Emphasis upon clinical
supervision as a process
that aids professional
practice and upon clinical
in supervision.

Links made with
interdisciplinary clinical
supervision field.
Supervised practice linked
to attaining registration and
licensing.

Feminist models/
approaches.
Anti-discriminatory and
anti-oppressive
perspectives.

Renewed understanding of
power and authority in
supervisory relationships.

Pluralism in supervision
practices across the
profession.

Development of culturally
specific models and
cultural competence.
Increasing number of
studies and reference to
research within supervision
literature.
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Table 2.2 Development of social work supervision in Aotear oa New Zealand

Periods

| Focus

| Issue(s)

| Developments

Pre-settlement and the
Treaty of Waitangi (1840).

Development of social
services until 1949.
Development of social work

1949 to 1965.

Development of
supervision 1965 to 1989.

Managerial take-over 1989
to 1997.

Professional supervision
1997 to 2008.

Whanau, hapu and iwi.

The establishment of
social services.

Education for practice.

Education of supervisors.

Accountability and

administrative supervision.

Competent professional
social work.

Tribal welfare.

Staffing, training and
service delivery.

Professional recognition.

Knowledge base and
training for supervisors.

Maintenance of
professional and ethical
standards in practice.
Maintaining the educative
and professional
development features of
supervision.

Cultural safety and
competence.

Quality of supervisors,
supervision and
supervision training.
Supervision’s role in state
registration.

Supervision as a discipline
or as an interdisciplinary
speciality.

Tribal systems of care and
supervisory roles.

Apprenticeship model of
supervision.

Fieldwork supervision
model.

Casework supervision
Models of supervision.
Supervisory training.
Supervision resource
package.

Separation of
Administrative and
professional functions
Increase in peer, clinical,
external, and cultural
supervision.

Pluralism in supervision
forms, modes and kinds
across fields of practice
and populations.
Conferences, research and
literature in supervision.
Supervision policies,
qualifications and courses.
Supervisor competency
standards.

Maori and Pasifika models.
Supervision as part of
attaining and maintaining
social work registration.
Cross and interdisciplinary
supervision.

Evidently, supervision has in some respects deeelafifferently within Aotearoa New
Zealand despite the influence of the internatiditatature and being shaped by the
same forces of social service organisations andagement, social work theory and
practice, and professionalisation. From the liteatreviewed the characteristics of
supervision were reflective of the context rathleant differences in the nature of
supervision, particularly since they concerned:

a) the recognition and acceptance of plurality dnersity in the practice of

supervision in terms of forms, modes and kinds;
b) the development and use of culturally basedagures by Maori and Pasifika

practitioners;
c) the concept and practice of cultural supervissm
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d) supervision being linked to the registration ardulation of social workers
through their practising certificates and compeyeagsessments.

The conclusions drawn from this review of the etiolu and development of social
work supervision demonstrate the importance of ememm supervision within the
Aotearoa New Zealand context and uncovering thkiente of this context on the

construction of supervision.
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CHAPTER 3

CONSTRUCTIONIST THEORY AND SOCIAL WORK
SUPERVISION

The constructionist conceptual framework used is tlesearch is discussed in this
chapter. The discussion consists of three sectites;first presents an outline of
constructionist theory, whilst the second sectiewiaws constructionism within social

work; and the third section explores constructionigithin social work supervision.

Constructionist theory

The constructionist conceptual framework used witlinis study draws from a
combination of social constructionism and constwgrn. Franklin (1995) notes that
social constructionism and constructivism are dgtimetatheories that have been
referred to interchangeably as well as being stligattempts to both delineate and
integrate them. The decision to combine social ttaogBonism and constructivism into
a conceptual framework was a response to the mekdvie an epistemology that could
attend to both the participants’ voices and therates within which they were
immersed. In addition, the constructionist framewoffered a way to explore how
social work supervision was produced and to questime traditional functional
assumptions derived from Kadushin (1976, 1985, h9®2d Kadushin and Harkness,
2002) that have dominated the supervision discofos®ver 30 years (Field, 2008;
Hair and O’Donoghue, 2009). In other words, as lgarraative theory, constructionism
provided a way to identify and analyse the inflleen€ social and personal discourses in
the production of social work supervision (Shanaad Young, 2004). The final reason

why a constructionist framework was used was bexdusligned with the primary
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objective of this study, namely to describe andl@rpthe construction of social work
supervision within Aotearoa New Zealand from therspectives of social work
practitioners and supervisors, and the three nag@arch questions:

. How is social work supervision constructed in Aot@aNew Zealand?

. What influence does the Aotearoa New Zealand cohi@xe on the
participants’ construction of social work superersipractice?

. Where and how can social work supervision pradtickotearoa New Zealand
be most effectively improved?

In short, the constructionist lens provided a frdoreanalysing social work supervision
in Aotearoa New Zealand and the supervisees anghdapr perspectives from both a
collective and individual standpoint. In other wsrdt enables supervision to be
considered as a social narrative and from persosapectives. In this section, social

constructionism will be explained first, followeg bonstructivism.

Social constructionism

Social constructionism is a description for a raofjeleas in an area of thought that can
be divided into sociological and social psycholagisources (Payne, 1999). The
sociological sources of social constructionismdggved from the ideas of Berger and
Luckmann (1971), whose work concerned the explanadf the social processes that
generate and legitimate knowledge within society. Berger and Luckmann (1971) the
social construction process is an interactive amewhich individuals create social

meaning through their shared understandings, witksé understandings being
embedded in a social context and formalised byestablishment and maintenance of
social institutions and conventions. The fundamlemibncept that underpins this

approach to social constructionism is that humangseconstruct the social world. This

world consists of norms, roles, responsibilitiegpertations and conventions that are

created through people’s shared understandings, @bjectivity being attributed to
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socially shared perceptions that have been integthland legitimated as an accepted
reality (Franklin, 1995). Payne (1999, p. 27) assehat this approach to social
constructionism sees: “individuals in dialecticalationships with the legitimated social
structure of reality in the society that surroutid=m.”

The other, sociological sources of social consimagm include the use of social
constructionist ideas in understanding the probgsshich social problems are created;
the connections between social construction, phenotogical sociology and
postmodernism; and the social construction of hurcategories (Payne, 1999). In
general, all the sociological sources of socialstauttionism share the premise that
“knowledge of social matters is formed by sociabgasses which legitimate shared
ideas about the world” (Payne, 1999, p. 34). That,ghe social construction of human
categories provides a link to the social psychalalgsource of social constructionist
thought, because it partly shares the notion tbatak relationships and experiences
shape the personal and internal characteristicglofiduals (Payne, 1999).

The social psychological view of social construeisom is concerned with locating
psychological concepts such as identity, personaitd perception in external and
constantly changing discourses or narratives amkamines the processes that occur
between these narratives and the perceived unddistapeople hold (Burr, 1995,
2003; Freedman and Combs, 1996; Gergen and Ge2§68). It helps conceptualise
how social narratives are authored, shaped andagated, whilst remaining open to
how meanings and shared understandings are praduced

A social constructionist operates from the babkut harratives like the human
beings that author them, are a product of theituce)] which in turn is shaped by the
prevailing social and economic arrangements, ara History in which they are

immersed. Furthermore, because the perceivedyéakicially constructed within this
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set of arrangements, it tends to reflect the istsref the predominant groups within
that society. One example of the use of the samaktructionist lens with regard to
social work supervision is found in Hair and O’'Dghae’s (2009) argument that the
lack of cultural relevancy in relation to indigersoand minority cultural groups within
leading social work supervision texts reflectedtihee, place, and dominant social and
cultural perspectives in which these text were ge@r namely a middle class,
positivist, academic, white North American one.

Generally, despite the various positions taken iwithocial constructionist
thought and its sociological and social psycholalgiserspectives, the hallmarks of
social constructionist approach are identified lbyrg§1995, p. 3-4) as:

. A critical stance towards assumed knowledge;
. Historical and cultural specificity;
. Knowledge is sustained by social processes; and

. Knowledge and social action go together.

Constructivism

Constructivism differs from social constructionisimough its location of knowledge. It
locates knowledge within the individual, whereasialoconstructionism locates it in the
social realm through shared social understandifigs.origins of constructivism come
from personal construct theory, which was developgdKelly (1955). The base
premise of personal construct theory is constractikernativism; namely, that people
create their own versions of reality and that tleeeno ultimate objective ‘facts’ in life,
apart from individuals’ ongoing interpretation betr experiences (Butt and Burr, 2004,
Solas, 1994). For Kelly (1955) personal constranses a means by which a person
makes sense of, shapes and controls their worl@y Ere the pattern or template
through which individuals view the world and conzeunderstand it and themselves.

They are not static systems because they changelerelop through the person’s
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experiences and interactions with others, the coniymand the world. A person’s
system of personal constructs provides them wighstit of lenses through which they
uniquely frame, view, interpret, define, perceivedaunderstand the world, their
experiences and any activity they are involvediinother words, personal constructs
influence and shape the way that a person perctiegslife and their living out of that
perception. In essence, constructivism explains bHmevsame event and activity can
result in different perceptions, stories and behavifrom different people (Butt and
Burr, 2004; Solas, 1994). Drawing from construstinione can examine and consider
the influence that individuals’ constructions haretheir experience and participation
in supervision. For example, Solas (1994) found tha supervisee and supervisor, in
his pilot study, constructed supervision from difiet perspectives with the supervisee
being focused on their content and issues and tpergisor being focused on the
process and interaction between them, which méanthe supervisee wanted the focus
to be on problem solving whereas the supervisoppr@ach was to endeavour to
facilitate a process of reflection and exploratittaiser (1997) also illustrates the
influence that individual’'s constructions have ugbham in supervision. She discusses
how differences between supervisees and superwgthsgegard to their beliefs about
clients, often derived from their theoretical otaion and practice experiences, can
pose challenges in terms of developing shared statedings and meanings in the

process of supervision, which in turn can impacth@nsupervisory relationship.

Constructionism within social work

The discussion in this section will consider thes uf social constructionism and
constructivism within social work, and the critiqué constructionist theory within

social work.
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Social constructionism and social work

Social constructionism has been used in social vasria theory to explain how social

work and social work practice theory is created anghnised, and as the basis for
particular practice approaches, namely, narratngapy and strengths-based practice
(Franklin, 1995; Nash, et al., 2005; Parton andy@#, 2000). It has also been used in
social work as an epistemology informing social kvasearch.

According to Payne (1997, 2005, 2006) social warlsacially constructed by
the social worker, client, and context, with thects that create clients and form and
influence social work as a profession, subsequesahstructing social work and the
context within which it is practised. As a phenomersocial work includes distinct
patterns of behaviour, a certain range of expegtatiand specific cultural norms
derived from the social context. Sheppard (200&p@lates on this when he claims that
social work is socially constructed to focus oniabproblems, particularly individual
instances of these problems, with its concern spgnrthe mainstream and
marginalised, and the public and private realms. $teeppard (2006), the practice of
social work is interactional, involving a role sahd a performed role, a meeting
between people, with its work occurring between itidividual or group and their
social system.

Using a similar argument, Payne, (2005) assertssth@al work practice theory
is socially constructed within social work from timteraction of theories with practice,
with theories developing, changing, and adaptiognfthe interaction with the practice
setting and the social context. Moreover, sociatkwpractice theory is an agreed
construct accepted by social workers as a reprasemtof the terrain it covers as well
as a construct that is formalised and legitimidadugh the development of practice

theory texts (Nash, et al., 2005; Payne, 2005; @nrt096).
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Social constructionism is also present in sociatkwtbrough what have been
called the social constructionist practice appreacimamely, constructive social work,
narrative therapy, and strengths-based practicetofifaand O’Byrne, 2000; Payne,
2005, Saleebey, 2001). These practice approaclees fan the influence of language
and narrative on the construction of the clienttaation, and promote collaboration,
partnership, service user agency and active paation in the process of social work
practice. In addition, these approaches view diasthaving expertise on their problem
and life; see the clients’ strengths and exceptions to tbbl@m as key to changing
their situation;and recognise that clients and their community aionvithin them the
resources to solve the problem (Munford and San@6@5; O’Donoghue, 2003).

Another way, in which social constructionism hasitdbuted to social work,
has been as a research epistemology. Here, soaisiractionism has mainly been used
from a contextual approach, with researchers fogusipon the process by which
claims are made or the social constructions ofahgolved with the topic under study
(Franklin, 1995). According to Franklin (1995), ¢extual constructionist researchers
generally make assumptions about reality and tligalsoonditions, as well as being
interested in locating the problem within its sbc@ontext, and exploring and
evaluating, the claims made using various sourceswvidence. In short, social
constructionist research seeks to place the topticirwits context, identify both the
foreground and background to it and thereby to ggaea new understanding, insight
and alternative explanations. One example of tipdiggiion of a social constructionist
perspective within social work research is thatDd€ruz, (2004) who used a social
constructionist perspective to explore how medkcaiwledge was perceived as a taken
for granted and objective truth in child maltreatthecases to the exclusion of

alternative explanations such as poverty, patesttaks and multiple family problems.
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From her analysis of this situation D’Cruz (2004urd that there was the need for
social work practitioners to disrupt this perceptlzy maintaining a dialogue with the
family concerning alternative explanations wheneas#g and intervening in child
maltreatment cases. Other examples of the usesotial constructionist lens include
Joyce’s (2005) case study of social workers’ camsions of mothers of sexually
abused children and Stanley (2005) who explorea¢mstruction of risk amongst child

protection social workers in New Zealand.

Constructivism and social work

Within social work, constructivism has also beinged in practice and to inform
research with the few studies located being comtkemith practitioners’ construction
of personal models of practice, professional idgnand use of self (Gardner, 2001;
Gould, 1989, 1991; King and Ross, 2003; O’'Connat Balgleish, 1986). Apart from
its use in research, there are two other applieatas constructivism within social work.
The first and most common is the solution focusedfliherapy practice model (de
Shazer and Berg, 1997; Franklin, 1995). The sedsntbnstructivist psychology, a
branch of cognitive therapy, the use of which igigbwork practice has mostly been
through the application of Kelly’s (1955) persomainstruct theory (Butt and Parton,
2005; Cooper, 2001). These practice applicatiormabtructivism focus on identifying
what is important for clients in terms of how thegnstruct meaning and where their
meaning-making framework is affecting their funaiimgy. Constructivist practitioners
will work with clients to assist them to reframeeithperspective on situations. In the
case of solution focused practice this involvesniing attention to the exceptions to
client’s problems, their successes and possitsli(utt and Parton, 2005; de Shazer

and Berg, 1997; Parton and O’Byrne, 2000).
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Critique of constructionist theory within social work

In addition, to their contributions to social worliscussed above both social
constructionism and constructivism have also bediguwed because of perceptions
held about each theory’s position with regard ® ¢listence of an external reality and
absolutism.

The criticisms made concerning external realityedsshat constructionist
theories do not accept an external objective realitit rather see reality as nothing
more than a social consensus in the case of saoiastructionism and for the
constructivist, a construction within an individisaimind (Beckett, 2006; Franklin,
1995; Sheppard, 2006; Speed, 1991). This percéacdof acceptance of an objective
reality is deemed to be problematic, by realist antical realist social work theorists,
who take the line that social work has an accepédae position that takes into account
the ‘reality’ of the client’s world. In other wordpoverty, abuse, oppression, mental ill-
heath, crime, violence cannot be accepted by samat and social workers as solely
shared understandings or perceptions based in Mmeatestructs (Beckett, 2006,
Houston, 2001, Sheppard, 2006). Franklin (1995Yyides a rebuttal of this, by arguing
that those claiming social constructionists andstmuttivists do not believe in an
objective physical or social reality are mistak@aocording to Franklin (1995, p. 396),
most constructionists accept that there is an eatesr social reality, but believe that,
“The operation of human cognitive structures anacpsses of language, in particular,
make it impossible for us to know an objective itgalompletely.” In short, Franklin’s
rebuttal is that constructionist theory is concdrvéth knowing and understanding
reality rather than whether the reality exists @i n

Payne (1999, p. 37) however, takes a differentagagr when he argues against

the use of a strict interpretation of social camgionism that “interprets all knowledge
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as formed and therefore only accepts the procelssafledge formation as a legitimate
object of study and analysis.” For Payne (1999,5208 strict interpretation of social

constructionism leads to an invalidation of oppresexperiences by describing them
as linguistic constructs, which is contrary to #ueial work tenet of starting with an
acceptance of the client’s social reality and inpatible with the foundational social

work principles of human rights, social justice, powerment and anti-oppression
(Atherton and Bolland, 2002; O’Brien, 2005, 2009Dp@noghue, 2003; Payne, 2006;
Sheppard, 2006). Payne (1999; 2005) therefore stak@ragmatic approach to the
problems posed by the strict interpretation of alocbnstructionism by proposing a
“contextual or soft social construction”. For Pay(E999, p. 37) this contextual

interpretation, “accepts the existence of the $amatext within which knowledge is

formed and reality of legitimated knowledge as oonhg and consistent elements of
the social world being studied.” This stance is enasngruent with social work thinking

because it accepts reality (Sheppard, 2006). Fumibre, it recognises that social work
practice not only involves explaining and accoumtiar social constructions, but also
mandates engagement and intervention within theegbrof social constructions

(Payne, 1999, 2005, 2006; Sheppard, 2006). In otlweds, social workers engage,
assess, and intervene in an accepted or takendotegl reality, with this reality being

the society within which social workers and thdiemts are located.

From a constructivist perspective, Cooper (2001, 724) argues that
constructivism aligns with social work because tdrts from an acceptance of the
client’s reality, “in any hypothesis, assessmenemgagement for action planning.” In
addition Cooper (2001, p. 726) notes that a “cowmsivist approach accepts that

although there may be a reality ‘out there™, knedde of this reality is accessed

through our constructions of it, which have form#tsough our experiences and
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interactions with the world. Like Franklin (199%)poper asserts that constructivism is
a theory by which one comes to know and concetiatality rather than a theory by
which the existence of reality is proved.

Another significant critique of social construectism and constructivism
concerns the anti-absolutist stance. This stancgrasent in social constructionism
through an anti-essentialism, which denies anyrgisddruths or essences in people or
society on the basis that the social world is adpob of social processes (Burr, 1995,
2003). In constructivism, this anti-absolutist s present in the idea that there is not
an absolute essential truth, but many truths aatghch person’s perspective, no matter
how differing, is valid because it is true for thelm other words, differing accounts of
reality have equal validity (Cooper, 2001). Thisti@absolutist stance has been
interpreted as promoting relativism, which is pesbétic for social work as a “practical
and moral activity” because it holds several ursaéprinciples in its value and ethics
base, particularly those concerned with human sigirid social justice (Parton and
O’Byrne, 2000, p. 30). In addition, social workiola as a profession to be informed by
specific values, knowledge and skills (Payne, 2006)

The challenges posed by the anti-absolutist cetigfi social constructionism
and constructivism have been responded to by thptaah of a pragmatic perspective
that is informed by the nature, principles and ethof social work. This pragmatic
perspective recognises that within social work sdraghs are more true than others,
(whilst remaining critical of the construction obth reality and truths, seeing both as
tentative) and the criteria for privileging parti@uknowledge as being based upon the
provision of the best possible explanation and inspractice with clients (Hugman,
2001; Sheppard, 2006; Thomas, 2004). In other wamsal work is seen as a practice

based profession, which operates from a specifieeyknowledge and skill base that
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assumes that: a) there is a real world and peaple heal problems; b) human actions
are voluntary, except where some situations indidhere has been some external
influence; and c) that social change occurs thrabgtrelationship between individuals
and groups in their social environment within avaieng social order or consensus
(Payne, 2006; Sheppard, 2006). Together these atisms frame the use of social
constructionism and constructivism, within sociarivand by social workers, so that it
focuses upon improving the well-being of people #mer social environments (Dean
and Henderson, 1992; Franklin, 1995; Gray and F&@Q4; Nash et al., 2005;

O’Donoghue, 2003).

Constructionist theory and social work supervision

The application of constructionist theory withiretBocial work supervision literature
has been in two main areas. The first has beenusieeof constructionist practice
approaches within supervision, whereas the secasdbben the use of constructionist
theory to critique and review the production ofiabwork supervision as a professional
practice within social work in an attempt to move tdevelopment of its theory and
practice beyond the predominant traditional funwicst model (Noble and Irwin,
2009).

Regarding the use of constructionist practice aggies within supervision
practice, generally, this involves a translationttod knowledge, skills and principles
from the direct practice approaches, (e.g. naedtierapy, strength-based, and solution
focused brief therapy) into a supervision modelh€g 1999; Hair, 2005; McKenzie,
2005; Thomas and Davis, 2005). Other applicatiohsanstructionist ideas to a
supervision approach include Ungar (2006), who iadptonstructionist and narrative
therapy ideas and concepts, to the roles supesvisatertook as well as discussed how

these ideas could inform a postmodern approachigersision, and Solas (1994) who
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applied personal construct theory by way of a repegrgrid analysis in a pilot study
that explored a supervisee and supervisor's pefsoralels of practice within
supervision.

Turning to the use of constructionist theory asemns by which to critique and
review the production of supervision, Noble anditn§2009) argue that such a critique
is needed with regard to the interests served pgrsision and the various ways the
prevailing social, economic and political envirommhehape its structure, practices, and
relational dynamics, particularly in terms of theeuof power and authority and the
politics pertaining to culture, class and gendereyl also argue that the traditional
functional model of supervision, derived from theriw of Kadushin (1976, 1985,
1992b) and Kadushin and Harkness (2002), is inaateqtor the current practice
landscape because it situates supervision as amisagional rather than a professional
practice. Overall, Noble and Irwin (2009) emphasise need for supervision theory to
move beyond the traditional organisational conssrudescribed above towards
approaches that recognise and respond to the muiuehat the rapidly changing
environment has upon supervision as a professioraaitice. Hair's (2008) argument
parallels that of Noble and Irwin (2009), when sisserts that the construction of social
work supervision has developed under the influenteghe modernist concept of
empiricism that privileges the expertise and supekinowledge of the supervisor,
within a discourse derived from organisational niaimg and accountability. Critical
of the “founding fathers of supervision” (namelyadshin, Munson and Shulman)
Hair (2008, p.71) claims that the traditional modeleloped from their research and
publications has formed the basis of a paradignsdmial work supervision which has

largely remained unchallenged over the past 3Gsyear
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In terms of moving the theoretical development otial work supervision
beyond this traditional paradigm, Noble and Irw0@9, p. 354) suggest that the
constructionist approach developed by O’Donoghu@082 offers a way of both
exploring the influence of the social environmemgon both the relationship and
processes of supervision.

In this approach social work supervision is a docand personally constructed
activity created by the social, cultural and higtalr stories within which supervision is
embedded and the personal stories of those comhéuténe activity of supervision
(O’Donoghue, 2003). These stories include the $®t@y, the supervision story, the
supervisor’s, and the supervisee’s story as wethase of a range of other contributors
such as clients, managers and other colleaguesh Biey includes “the values,
ideology, and discourses” present in society, ceftand institutional structures, and
interest groups (O’Donoghue, 2003, p.39), with degree of influence each story has
being dependent upon the power of its voice (sepeAgdix B). In this approach the
personal and social constructions are reflexive iateract with the setting. In other
words the social story contributes to the persetaly and vice versa.

Given, the points made above concerning the need twitical examination of
the construction of social work supervision thexa iclear justification for the research
objective and questions of this study, and the aapion of the construction of
supervision from social workers’ and supervisorergpectives within the Aotearoa

New Zealand setting.

Conclusion

The aim of this chapter was to provide an overvid\the constructionist theory used to

inform this research. This overview has been prteseim three sections. The first
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section provided an outline of constructionist tiyeoand discussed social
constructionism and constructivism, as well asdifferences between them.

In the second section, the use of constructiohesbry within social work was
discussed. This included the critique of constamisit theory with regard to its alleged
lack of an objective reality, anti-absolutism aethtivism which have been considered
to be antithetical to social work. The response tlis critique was: 1) that
constructionist theory is an epistemological thetirgt seeks to know how reality is
constructed and therefore assumes reality; andhat)when constructionist theory is
used in social work its use is framed by the natfrsocial work as a practical and
moral activity (conducted in a real world) with eoprofessional values, ethics and
rules.

The third section explored constructionist theong aocial work supervision
firstly, in terms of its presence in the literatuhgough supervision models that have
been developed from constructionist practice apgres and through the application of
constructionist theories to personal models of sugien. The second use of
constructionist theory was as a framework by whaleritique and review the concept
of social work supervision as a professional pecacti From this discussion it was
argued that constructionist theory provides a mégnshich to explore the construct of
social work supervision in a way that moves it beyahe dominant paradigm
established over the past thirty years and thatwlrrants the research objectives and
guestions of this study, regarding the investigatd the construction of social work
supervision from the perspectives of social workamsgl supervisors within Aotearoa
New Zealand.

In conclusion, this chapter has shown that as dmeeptual framework, for this

study a constructionist approach facilitates thel@ation of the characteristics of
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social work supervision, the processes and inflasrthat shape supervision and how it
is understood and practised by groups and indiVidu@ervisees and supervisors.

Moreover, it informs the framing of the researclesfions and the lines of enquiry to be

followed in the study’s methodology.
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CHAPTER 4

METHODOLOGY

This chapter discusses the research methodolofigedtiin this study. A pragmatic
worldview will be outlined, together with the ratatship between this worldview, the
conceptual framework (discussed in Chapter 3) drel rhixed methods research
methodology used. The research methodology wslb &le discussed in terms of: the
rationale for its choice; the research design, imcludes the ethical considerations;
the data collection processes; the procedures bghwihe data were organised and

analysed; and the limitations of the methodology.

Pragmatic worldview

The term ‘worldview’ is used in preference to tleem ‘paradigm’, due to the various
definitions that exist for the latter term (Creslwahd Plano Clark, 2007; Morgan,
2007). ‘Worldview’, in this research, means thewigf the world that informs the study
and consists of the basic guiding set of beliefsassumptions (Guba and Lincoln,
2005). The key features of pragmatism will be disad in terms of their contribution
and the connection they have with the construatordnceptual framework as well as

with the research methodology.

Pragmatism

Pragmatism is a philosophical tradition, which ovéded in the United States of
America in the 19 Century and was developed through the work of Dewames,
Pierce, Mead and Bentley (Maxcy, 2003). The céméraet of pragmatism is that the

value and worth of ideas and concepts is derivenh ftheir usefulness and the results
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they produce. This preference for what works, ideki valuing plurality, avoiding
dualistic notions and dichotomies, particularly gaoconcerning objectivism and
subjectivism, and realism and anti-realism (Johnsord Onwuegbuzie, 2004).
Cherryholmes (1992, p.13) outlines this well whiae states: “For pragmatists, values
and visions of human action and interaction pre@dearch for descriptions, theories,
explanations, and narratives.” Pragmatists alsogmise that knowledge and people are
socially, culturally, and historically situated artdke a value-orientated stance.
Summarising the pragmatist position, Cherryholni®92, p. 16) states that pragmatists
are:

...anti-representationalists, anti-essentialists, i-fanindationalists, fallibilists,

they look to the consequences, are pluralistsdareocrats, are cultural critics,

draw no hard distinction between text and contexd value community.
That said, within pragmatist thought there is agenof emphasis. Johnson,
Onwuegbuzie and Turner (2007) describe this ramge continuum that extends across
what is called pragmatism of the right, left, an@ldfe. According to Johnson et al.
(2007, p.125) pragmatism of the right consists tihaderately strong form of realism
and a weak form of pluralism,” whereas pragmatidnthe left involves “antirealism
and strong pluralism.” Middle pragmatism, whichrsaowards neither realism nor
pluralism but accepts both, was chosen for thislystoecause it aligned with and
integrated best with the constructionist framewotklined in Chapter 3. Table 4.1
below, adapted from Johnson and Onwuegbuzie (20048), outlines the
characteristics of middle pragmatism, which is tleem that contributes to the
worldview informing this study. Johnson and Onwuegbe (2004) also encourage
researchers who draw from a pragmatist philosophgansider the shortcomings of
pragmatism. Two shortcomings relevant to this stoaolycern: 1) the speed with which

change occurs, with Johnson and Onwuegbuzie (3008) asserting that “pragmatism
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may promote incremental change rather than moredafmental, structural or
revolutionary change”; and 2) pragmatic researchars sometimes fail to provide an
acceptable answer to questions concerning whoseesits are served by a pragmatic
approach and the outcomes achieved.

Table 4.1 Characteristics of Middle Pragmatism

. The aim of pragmatism is to find a middle ¢ Theories are viewed instrumentally.
ground between dogmatisms and
skepticism and to find a workable solution Endorses eclecticism and pluralism.
to many longstanding dualisms.

. Human inquiry (i.e. what we do in our

. Rejects traditional versions of day-to-day lives as we interact with our
philosophical dualisms and generally environments) is viewed as being
prefers more moderate and commonsense analogous to experimental and scientific
versions based on how well they work in inquiry.
solving problems.

. Endorses a strong and practical

. Recognises the existence and importance empiricism as the path to determine what
of the natural or physical world as well as works.
the emergent social and psychological
world that includes language, culture, . Views current truth, meaning and
human institutions, and subjective knowledge as tentative and as changinfy
thoughts. over time.

. Places high regard on the reality and . Instrumental truths are a matter of degfee
influence of the inner world of human (i.e. some estimates are more true thary
experience in action. others).

. Knowledge is viewed as being both . Prefers action to philosophising.
constructed and based on the reality of the
world we experience and live in. . Takes an explicitly value-oriented

approach to research.

. Replaces the epistemic distinction between
subject and object with the naturalistic and « Endorses practical theory (i.e. theory that
process.oriented organism-environment informs effective practice; praxis).
transaction.

. Organisms are constantly adapting to

. Endorses fallibilism (i.e. current beliefs new situations and environments.
and research conclusions are rarely, if ever,
viewed as perfect, certain or absolute). . Generally rejects reductionism.

. Justification comes in the form of what . Offers the “pragmatic method” for
Dewey called “warranted assertability.” solving traditional philosophical dualisn{s

as well as for making methodological
choices.

Source: Adapted from Johnson and Onwuegbuzie (3008)
With regard to the first shortcoming, in this tleesiny theories and worldviews
employed are utilised within a framework consistoighe values, ethics and principles

of social work. One of these values concerns areratpve to strive for social justice.
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Payne (2006, pp.13-14) describes this as the ‘fivemational” discourse, whereby
social workers seek a transformational change wisluciety towards greater equality
and social justice for all, but particularly forode who are the most disenfranchised.
This transformational discourse is tempered by édtveer discourses; namely, a “social
order” discourse and a “therapeutic” discourse (ayY006, p.12-13), which in turn
contribute to and shape what Sheppard (2006, pdelkcribes as social work’s
“consensus and order assumptions.” These assuraptiean that social work is “not in
the business of challenging fundamental economid aacial structures, but of
ensuring, within those structures and through grptgresses, that people can gain
greater control of their lives” (Sheppard, 200658). In short, social work promotes
pragmatic incremental change.

With regard to the second shortcoming - concernivigpse interests are
addressed by a pragmatic approach - it is ackn@ekdhat in this thesis the use of a
pragmatic approach clearly serves the interestBeofesearcher. Pragmatism informed
the decision to use a mixed methods approach cangpaquantitative survey and in-
depth qualitative interviews as the best methodaddlressing the research questions. It
also informed decisions such as: selecting a oiné-gfample of full-members of the
ANZASW, rather than surveying the whole Associatiplus the selection of interview
participants in easily accessible locations ache® Zealand; and the decision to end
the data collection phase once data saturatiorbbad achieved. In summary, middle
pragmatism assisted the researcher to undertakactigal real-world approach to the
process of investigating the construction of sowiark supervision within Aotearoa

New Zealand.

Pragmatism and the constructionist conceptual framework

In this study, middle pragmatism has been integrati¢gh the constructionist conceptual
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framework (see Chapter 3) in a dialectical staGeéne and Caracelli, 2003), whereby
the philosophical and methodological use of migatieggmatism allows the presence of
core social work values, principles and ethicseasdocial conventions which frame the
theory and methodology used and the recogniticdh@tealities of conducting research
into the construction of supervision within the isbevork profession in Aotearoa New
Zealand. Moreover, middle pragmatism also align whe constructionist conceptual
framework used in this study in that it accepts kmowledge is constructed and partial,
and that individuals may or will construe their ligafrom differing viewpoints. In
using this dialectical stance the researcher acladges these theories as influential in
shaping this study, and recognises that they qifetial yet valuable perspectives and

enable a richer understanding of social work supienv.

Mixed methods research methodology

Johnson et al. (2007) argue that mixed methodsrelsés increasingly being viewed as
the third major research approach, alongside gasing and qualitative research. They
note it has been defined in a variety of ways amnfa content analysis of 19
definitions, proposed that (Johnson et al., 20023):
Mixed methods research is the type of researchhiclwa researcher or team of
researchers combines elements of qualitative aadtijative research approaches
(e.g., use of qualitative and quantitative viewpsirdata collection, analysis,

inference techniques) for the broad purposes ofadile and depth of
understanding and corroboration.

According to Johnson et al. (2007), there is ainoom of mixed methods research
with qualitative dominant at one end, quantitatieeninant at the other, and pure mixed
methods research in the centre. Creswell and PGack (2007, p.59) also classify
mixed methods research and identify four major sype@amely, the “Triangulation”,
“Embedded”, “Explanatory” and “Exploratory” designs

The type of mixed methods research undertakenignstindy has a qualitative
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emphasis, and corresponds with what Creswell aaddPClark (2007) describe as a
participant selection design. In this type of dasigualitative data helps to explain or
builds upon the initial quantitative data, with theantitative phase also being used to
recruit and purposefully select participants foe thualitative phase. Figure 4.1
illustrates in diagrammatic form the stages of tlasign.

Figure 4.1 Participant selection design

Quatrtitative Quantitative Quantitative Qualitative

data .| data analysis .| results participant

collection " * selection

Quaitative Quaitative Qualitative Interpretation of

data .| data analysis .| results Quantitative &

collection " Qualitative
results

Source: Adapted from Creswell and Plano Clark (2@073)
Creswell and Plano Clark (2007) identify the stténgf this design as being its ease of
use, due to having two methods in separate phasktha collection of one set of data
at a time, which means that data can be writteninupwo phases with a clear
differentiation and progression for readers. Thallenges, however, concern the
amount of time required to undertake the two ph@s#h the qualitative phase taking
the most time) and the need to have clear selectiteria when selecting participants

for the qualitative phase (Creswell and Plano Clago7).

Rationale for choice of design

As described in Chapter 1, one aim of this study W@ describe and explain the
construction of social work supervision in Aotearaw Zealand. The participant
selection design, combining survey research withlitpiive individual interviews, was

chosen because survey research was the best wgathadring descriptive data on a
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national basf§ whilst qualitative interviews are recognised asatuable method for
enabling individual research participants to expldeir perspectives, experiences and
ideas about social work supervisibnin short, the mixed methods approach chosen
enabled the research questions to be examined botm national and individual
viewpoints.

The nature of social work supervision also influeshcthe methodological
choice. It is a “delicate and difficult task” (Tsdi997b, p.40) to elicit information about
social work supervision, because it spans the naara@gorganisational, professional
and practice systems, and consists of multipleaityhand power relationships which
have a considerable degree of influence with ret@raccess to participants and their
supervision. The location of supervision practidéhim these systems, therefore, also
contributed to the decision to use a participatect®n approach whereby an initial
postal survey would be used to recruit and seladigypants for in-depth qualitative
interviews. Another factor in the decision was tthegt social work supervision research
reviewed revealed a predominance of quantitative studiésjmmal use of in-depth
gualitative designs and only one reference to athiwethods study. The latter study by
Drake and Washeck (1998) used focus groups to ifgdeindicators of supervisory
competence amongst supervisors and from the faouwgpdindings then developed and
tested a survey instrument. This literature alsplemsised the need for future studies to
be comprehensive, to contribute to theory buildiagd to be conducted in specific

societal and cultural settings.

8 Previous national studies on supervision undertakéhe United States of America and Canada haed sarvey
research (Kadushin, 1974, 1992a, 1992c; Munsorf,18%79a, 1979b; Shulman, 1993).

O’Donoghue (1999), Schmidt (2008) and Tsui (200&hment on the value of qualitative interviews imte of
researching supervisee and/or supervisor perspscditvout their social work supervision.

See, Bogo and McKnight (2005) and Tsui (1997, 2@@R05) for an overview of social work supervisi@search
studies.
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Research design

The research design involved the development efestipnnaire for the postal survey, a
pre-interview reflection task, a semi-structureteimiew guide for individual in-depth
interviews, and a structured journal for particiggaio record their reflections over five
supervision sessions. It also included the proedluelated to sampling, participant
recruitment and selection. In this section the gfesif each of the instruments used is
outlined, and the ethics of the study as they ediathe design are also canvassed. The
matters pertaining to sampling, participant reoneint and selection will be discussed

within the data collection section.

Survey design

The design of the survey questionnaire was inforimgdhe literature review, which
included a review of survey questionnaires previpused in research on supervision
(e.g. Bernard and Goodyear, 2004; Cooper and Angl2d®3; Munson, 2002).
Although useful as sources of ideas, it was decitted none of the previously
developed questionnaires available fitted the pagpof mapping the construction of
supervision within Aotearoa New Zealand, and that specifically designed
questionnaire was required.

The design process involved identifying variablesaerning the respondents’
characteristics, backgrounds, supervision expegiemd practice, and the development
of appropriate questions (including decisions comog forced choice questions, open-
ended questions and scales). Two key concernshen design of the survey
guestionnaire were: a) to ensure the questionmagecomprehensive, yet short enough
to engage respondents’ interest; and b) to engaxgp@ctive respondents to the degree
that they expressed an interest in being contdoteah individual interview.

Drafts of the questionnaire were refined via discws with my research
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supervisors and via testing. The questionnaireistats of 21 questions - 18 closed, 2
open questions and the final question concerning téspondent’s interest in
participating in an individual interview (see Appin C). Eight of the 18 closed
guestions used 5-point semantic differential scaldse internal reliability of these
scales was tested using Cronbach’s Alpha Coefficieith seven of the eight scales
(see Table 4.2) showing scores that indicated aquate level of internal consistency
(i.,e. >0.5) with five of these achieving a levekagter than 0.7 which is generally
accepted as a good indication of internal religb{Helms, Henze, Sass and Mifsud,

2006).

Table 4.2 Reliability of scales

Question | Cronbach’s Alpha
Coefficient

8 0.558*

9 0.654*

13 0.765*

14 0.904*

15 0.852*

16 0.881*

17 0.889*

20 0.469

* Indicates internal reliability

The scale for question 20 did not achieve the &/8lldue to the low number of items

(viz. 2). In addition, these items were unidimenaian that the respondents were asked
to provide an overall evaluative rating of theipswision as either a supervisee or
supervisor. Accordingly, the low internal reliabjli score does not have any

implications with regard to use of the data cobector this question, because it

arguably corresponds to Schmitt's (1996, p.352pdda of a measure that “has other
desirable properties, such as meaningful contenterege ... and reasonable

unidimensionality.”

The closed questions gathered data on 107 variableserned with: the forms
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of supervision participated in; overall emphasgreaments or contracts; the frequency
of contact; length of sessions; types of contéa;dlimate; focus; methods and process;
ideas used from specific approaches to or modedsijpérvision; the phases and content
of sessions; and the respondent’s overall evaluatiaheir supervision. The two open
questions, on the other hand, sought informatiarceming: the best things about the
respondent’s supervision; and the areas wherepamdent would like their supervision
to be improved. Overall, the content of the quest@re had face validity (Babbie,
1990, 1995; De Vaus, 2002; Sheppard, 2004), réfigahe concept of social work

supervision and its constitutive elements as desdrin the literature.

Individual in-depth interview design

The design for the individual interviews includedee-interview preparation task as
well as a semi-structured interview guide. The ipterview preparation task (see
Appendix D) was designed as a prompt for resposdenénhance their participation in
the interview. It consisted of a guided, self-adstered reflection upon a recent
supervision contact that was concerned with whaipbaed and the respondent’s
reactions, reflections and understanding of theacfice as either a supervisee or
supervisor.

The design of the semi-structured interview gu{@g@pendix E) was also
informed by the literature review and focused up@vith the exception of the
preparation task and participant’s background)ntiaén research questions of this study
as described in Chapter 1. The interview guide ghegPatton, 2002) was chosen
because it enabled the research questions to reahdiive forefront as key topic areas,
whilst also providing room to explore particulaeas with participants that may have
arisen from the postal survey. The interview desigs piloted and tested via a mock
interview.
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A third element in the research design was a ttred reflective journal, which
participants completed over five separate supe@misontacts or sessions (Appendix F).
Structured diaries have been used as a qualitaggearch tool in the study of
relationships by DelLongis and Lehman (1989) andewfyund to be a useful
supplementary adjunct to surveys and observatipadgjcularly since they provided
access to participants’ reactions, reflections perteptions of specific events and over
time. Diaries have been previously used within suip®n research, with Melichercik
(1984) reporting their use to collect information the daily activities of supervisors
over a period of one week. The structured jourrsgduin this study involved the
participants completing written responses to prenaout their perceptions and actions
before, during and after each of the five sessions.

A focus group option was included in the initia@stgn, with the intention of
using focus groups to check out themes and iss@semt in the data after analysis had
been completed. It was decided, however, to fongodption, because of the low level
of interest expressed by potential participants laechuse of the low response rate for
the structured journal. It was also decided thaa daturation had been achieved from
the survey and interview data, and that the tinwelired in collecting, analysing and
writing up data from focus groups could jeopardisenpletion of this study within the

time available.

Ethical approval

Following completion of the research design, anliegpon was made to the Massey
University Human Ethics Committee in February 2@8de Appendix G). The project
was approved by the Committee and was recordedNaBr&tocol 04/14 (see copy of
approval letter in Appendix H). The Human Ethicgn@nittee approval process was

helpful in terms of refining the official informain sheets for participants as well as

70



clarifying the process of postal survey recruitmevnith the ANZASW. The latter
involved the incorporation of a letter from the Asmtion’s President, attached to the
Postal Survey Information Sheet, which detailedrdezuitment process (see Appendix
.

In relation to other ethical matters, all particitawere advised of the details of
the study, their involvement and rights by way mfbrmation sheets (see Appendix J).
Participant consent for both the postal surveysinattured journals was implied by the
return of the completed questionnaire or journalthe researcher, whilst for the
individual in-depth interview a Consent Form (ApdgenK) was completed by all
participants prior to the interview commencing. &rer ethical issue of which the
researcher was mindful was his potential conflicinberest as a lecturer, provider of
external clinical supervision and as a member & ANZASW. These potential
conflicts of interest were managed by: 1) makingclgar that the researcher was
undertaking a PhD project; 2) not selecting asares$e participants for interview any
students enrolled in courses controlled or cootduhdy the researcher; 3) not selecting
as research participants his current supervisar(gupervisees; and 4) by stating to
participants that the researcher was not actirmgnyiwvay on behalf of the ANZASW.

The final ethical concern related to protectionthaf participants’ identities. This
concern was managed via two measures: first, taeoftipseudonyms for the interview
participants (see Appendix L); and second, theratittn or generalisation of any

potentially identifying personal information.

Data collection

Data collection was accomplished in three distpitases: namely, the postal survey,

individual interviews and completion of the struetd journals.
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Postal survey

The survey population for this study consistedudif inembers of the ANZASW. Full-
members were chosen because they had passed atepoyp@ssessment which
included assessment against the expectations editimthe ANZASW (1998policy
Statement on Supervisi@oncerning: adherence to the Code of Ethics awdl@ial
Code of Practice; commitment to an explicit supgori contract; and regular
participation in supervision relative to their lévaf experience. The ANZASW
Executive Officer drew a one in three sample syaterally selected from the database
of 1,254 full-members (Hape and Hunt, 2004, p. TH)is sample was sent to the
researcher in the form of a list together with naamel address adhesive labels for
envelopes. After checking the list (and removing tesearcher's name), the sample
used for posting was 417 members.

The questionnaire was sent out in two postings:fitlst, in May 2004, yielded
an initial return of 138 questionnaires (i.e. apmesse rate of 33%); while the second
posting, in June 2004, gained a further 71 respor@eerall, a total of 209 completed
guestionnaires were returned, yielding a respostgeaf 50.1%. This response rate was
considered adequate because it was representétiie édssociation’s membership at
that time® Factors that may have positively influenced thepomse rate were the
relevance of the study and its endorsement by tREASW. In contrast, a factor that
may have militated against a higher response ratethe time involved in completion
of the questionnaire for busy social workers angesuisors. The limitation of non-
response bias pertained to the non-response rajeetstion 8 (aside from the clinical

supervision item) and question 15, both of whictained N values of less than 190

6 The respondents’ characteristics (see Chapterdijated that they were a reasonably representssingle of the
wider ANZASW membership in terms of gender, age athnicity, as well as representative of a highly
professionalised and well qualified sector of tleial work profession engaged in social work sujsésm in
Aotearoa New Zealand.
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respondents. Question 8 concerned the forms ofrggn participated in within the
last 12 months; and question 15 related to thesidesed from selected supervision
models and approaches. One explanation for therédsponse rates to these questions
could be the respondents’ limited awareness of bwhdifferent forms of supervision
and different supervision models and approachesthéncase of question 15, this
possibility appears to be supported by the 17 mdgots who made a notation

indicating that they did not know any of the supgon approaches and models listed.

Participant selection and interviews

Eighty-nine survey participants expressed an isteia being contacted for an
individual interview. These expressions of interesre separated upon receipt and
stored separately from the questionnaires. Of tBep®spective interviewees, 52
offered to be interviewed as supervisees and Zfaiffto be interviewed as supervisors.
It was decided to select 40 participants (20 supees and 20 supervisors) for
interview to provide an opportunity to achieve ds&uration as well as to ensure that
there would be an adequate number of participamisild any withdraw or suddenly
become unavailable. These participants were seninfloermation Sheet, Pre-interview
Task, Interview Guide and Consent Form, and weratambed concerning the
scheduling of the interview. Those not selectedewadvised of this by letter and
thanked for offering to be interviewed.

Selection of interviewees from the pool availabigs made according to their
location, field of practice and type of supervisiall signalled by the prospective
participants in their consent to be contacted). Hoation criterion was employed to
ensure that interviews were undertaken nationalhg within the budgeted travel and
accommodation costs secured from a Massey UniydRasearch Fund grant. Field of
practice was used to ensure that the intervieweféscted a broad range of the fields of
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social work practice. Likewise, selection on thesibeof the type of supervision was
intended to ensure that participants would reffectoss-section of types with a mix of
internal, external, managerial, clinical and cwtusupervision as well as a range of
delivery types.

Thirty-four interviews were conducted between 29tdDer 2004 and 15
February 2005; 16 with supervisees and 18 with sigms. Six prospective
interviewees from the 40 originally selected (4 exwfsees and 2 supervisors) advised
that they were not available to be interviewed. rFadvised this when they were
contacted to arrange an interview time, whereasother two became unavailable on
the day scheduled for their interview and it waspussible to reschedule the interview.
Due to the range of differing locations and theiladity of the participants, it was not
possible to interview all of the supervisees ptminterviewing all of the supervisors.
That said, most of the supervisee interviews weralacted by early December 2004,
whilst the majority of the supervisor interviews r&econducted between December
2004 and February 2005. All participants compleze€onsent Form prior to their
interview and chose a pseudonym from a list pravio the researcher (see Appendix
L). The interviews ranged from 1% hours to 2% haorkength, with the supervisors’
interviews generally being longer in duration.

In terms of the interviews themselves, three thistged out: first the range of
responses to the pre-interview reflection taskpsdc the reflections and conclusions
some participants reached about their supervisioough being interviewed; and third,
the extent to which some of the interviews weré&ative of a supervision conversation.
With regard to the pre-interview task, there wasixed response from participants with
20 out of 34 (11 supervisees and 9 supervisorgrtieg that they had completed it.

The main reasons given by those who did not coraplet task were either that they did

74



not have time, they did not realise they had tisk t@r they forgot about it. Among
those who completed the task, most found it intergsand commented that it made
them think and reflect upon the session concermetl their supervision in general.
Joan’s (supervisee) and Elton’s (supervisor) contenerre typical of these responses.

| ... found that really interesting because it madme.reflect on did | get out of
supervision what | went for and | could answer vhonestly ‘Oh heck yes.’ It
made me look more deeply really...and | enjoyed itlt. was a good reflective
procesgJoan).

| found it interesting because | enjoyed the oputy to reflect ... on one
particular session, and one particular person... &mlly ... it was reflective at
a level that | may not do too much otherwise... irikfit told me or showed me
that | vary my supervision practice. | vary thepamches for different
supervisees ... for different nee(lton).

In relation to the second point, concerning thecfthat reflecting on their supervision

had on their perceptions of their supervision, sopagticipants reported that the

interview had raised their awareness, focused theirghts or enabled them to evaluate
their supervision. In a few cases this had beerc#talyst for them to make decisions
about their supervision. The following comments Bslicity (supervisee) and Sam

(supervisor) illustrate this point:

It's ... been really quite helpful ... in thinking somere ... on supervision and
what’s happening for me and the processes that aupp.. | think that ...
there’'s some things that | can change and have dontleer discussions about.
Bite the bullet and say ‘Look this isn’'t necessavilorking well for me for these
reasons. It's nothing to do with our friendshipytithese are the things that
support it and these are the things that don’tidA have been thinking a little bit
about doing some external supervision ag#elicity).

It's [the interview] been good because ... it's givea an awareness of ... what
I’'m doing and why I'm doing it, and how I'm dointy iIAnd to actually have time

to reflect on that and to sort of tidy up on ... cants and things like that and

documentatiorfSam).

Finally, a few participants drew parallels betwedre nature of the interview
conversation and supervision conversations. Fomelg Carolyn (supervisee) stated
that the interview wasgbod [and] ...a bit like going to my supervisdrecause it set

off “light bulbs” while Ted (supervisor) commented that becauseitierview had
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“quite a lot of ... reflection...questioning, openumpossibilitiey, it was at times quite
similar to a supervision conversation. Overak ihterviews engaged the particpants in
reflective conversations upon their experiences @ardeptions, which they seemed to

appreciate as an opportunity to talk about thegyeswision.

Structured journal

The interview participants were asked if they woble interested in completing a
structured journal and 22 (12 supervisees, 10 sigmes) expressed an interest in doing
so. The journals, however, were not sent out tsehearticipants until all of the
interviews had been transcribed and the particgphatl an opportunity to review their
transcripts. On 30 August 2005, the structuredrjalifin paper and electronic form),
together with the Information Sheet and return e envelope, was sent out to the 22
participants with a request that they completejthenal between 5 September 2005
and 28 February 2006. At the end of that periody dhlcompleted journals were
returned (a response rate of 27%). Given the lesparse rate and the limited data
gathered, it was decided that the journals woultl meaningfully contribute to the
thesis and hence the journal data is not reportedistussed in this study. The
participants involved were advised of this by aeletwhich also asked for their
agreement to use their journal in an academiclariicbe drafted immediately after the

examination of this thesis.

Data analysis
This section outlines the procedures used in tharosation and analysis of the data. It
is in two parts, the first of which concerns thevey data, whilst the second concerns

the in-depth semi-structured interviews.
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Survey data

The survey data was of two kinds, quantitative fittvan closed questions and qualitative
from the two open-ended questions. These two ddtaveere analysed using different

procedures.

Closed question analysis procedure

Data from the closed questions was analysed ust®$SL3 (Statistical Package for the

Social Scienceshftp://www.spss.con)/ The first step in this analysis involved setting

up the codebook, naming the variables and valued, data entry. A total of 107
variables were recorded and their respective nwalevialues labelled. Data from the
209 completed questionnaires was then directly redtento SPSS. Upon the
completion of data entry, a crosscheck was undentaix ensure accuracy.

The second step involved conducting a descrigivaysis of the data for each
guestion. For nominal and ordinal variables, thimlgsis involved frequencies and
percentages, whereas for scale data it involvedotbduction of means and standard
deviations. This was followed by cross-tabulatitersthe independent variables of role,
gender and ethnic identity with the dependent Wemm This preliminary descriptive
analysis was then written up and published (O’Ddéneg Munford and Trlin, 2005)

A statistical analysis followed the descriptive lgss and included the use of
Chi-squared, T-test, F-test and Tamhane T2 posttésic The Chi-squared test was
used in a univariate analysis of the null-hypothe3itests, F-tests and Tamhane T2
post-hoc tests were used as part of a bivariatéysisato test whether or not the
differences between means for the independentblasaof role, gender and ethnic
identity were significant or not. T-tests were usedelation to the role and gender
mean comparisons due to each of these independeiables having two categories
(supervisee and dual role [i.e. both supervisor suygkrvisee] for role, and female and

77



male for gender). F-tests were used for the etli@ntity mean comparisons because
this independent variable had more than three oateg(De Vaus, 2002). Tamhane T2

post-hoc tests were used to measure the differdret@seen means when the variances
were unequal and the samples differed, which waséise with ethnic identity, and to

identify which pairs of groups had differences thaére statistically significant

(Bryman and Cramer, 2005).

Open-ended question analysis procedure

Responses to each open-ended question were typgedydfrom the questionnaires into
a Microsoft Word file and grouped by the roles ttespondents identified they
undertook. A content and thematic analysis proeess then undertaken (Ezzy, 2002;
Patton, 2002). Overall, this process involved tweps, the first of which concerned the
identification of broad categories through hightigh key words and phrases in each
response. The broad categories that emerged framptbcess became category files
and the responses were cut and pasted into thevward category file for each question.
For the question concerned with the best thingsutalsapervision, four categories
(practice, environment, relationship and supervigmecific) were identified, whereas
three categories (practice, personally specific @amdronment) were identified for the
guestion concerned with desired supervision imprems. The second step involved
reviewing each category file and further analysimgresponses according to key words
and themes within that category, and then creasuod-categories. From this
development of categories and sub-categories eerting framework used in Chapter

5 was developed.

Interview data

In-depth analysis of data collected in the indiadinterviews was the final stage of a
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three stage process, which included the preparatiohfinalising of the transcripts for

analysis and coding.

Transcription and preparation of transcripts

All of the interviews were recorded on audiotapé &manscribed by a typist who had
signed a deed of confidentiality (see Appendix Kdhce transcribed, the transcripts
were checked and edited.

The checking process involved examining the traptcrfor accuracy and
included the researcher listening to the tapes)stvhéading the transcripts. Editing
involved removing the name(s) of any person(s) raetl by participants (such as past
supervisors) and changing other identifying deta{lsg. location, and their
organisation’s name when it was likely that thiswdoincrease the risk of a participant
being identified). Throughout the transcriptiorogess all participants were identified
by their pseudonyms and care was taken to avo@chimeg what Tolich (2004, p.101)
calls “internal confidentiality”, which occurs with particular dyad relationships such
as the supervision relationship. This form of cdefitiality applies in particular to the
other party in the relationship (e.g. the supenvimosupervisee) being able to identify
the research participant or this other party béiegtified by a person outside the dyad
which could in turn lead to the identification bftresearch participant.

After the transcripts had been checked and editey twere sent to the
participants for review. Each participant was emagead to look over their transcript
and to consider altering or deleting anything tleauld identify them. Several
participants made minor changes by way of altemgtiand deletions in the returned
transcripts. Subsequently, all the transcripts wWeraised with a total of 1,253 pages

being prepared for the coding and analysis phases.
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Coding
The coding process involved the use of NVivo, alitatave research software

programme (seéttp://www.gsrinternational.cony. The first step in this process was

the importation of the transcripts as source docusand the setting up of a node tree
framework, which reflected the sections of the v guide but included separate
nodes for the supervisees and supervisors. Thesnooeered the following areas:
background information, the preparation task, tlmstruction of supervision, the
Aotearoa New Zealand context, improvements andrgenemments.

The next step was the coding of individual trargsriand the development of
sub-node branches. In undertaking this procedusast decided to code the supervisee
transcripts first and, in accord with Gibbs (200B) start with the most detailed ones.
These were then coded with the sub-nodes addé foréviously established node tree
framework. These sub-nodes were representativénevhds, patterns and exceptions
present in the data. The node tree framework waseladged further during the rest of
the coding of the supervisees’ transcripts as tlsempatterns and exceptions emerged
and were represented b{?and ¥ tier sub-node branches (see Appendix N). Once
coding of the supervisees’ transcripts was comg|etee same procedure was used for

the supervisors’ transcripts.

In-depth analysis

Once the coding was completed, an in-depth anabfsise nodes and sub-nodes was
undertaken. This analysis involved a close readihgeach node and sub-node in
relation to its particular theme, pattern and ekoeg, and the review of the material
coded at the node or sub-node. Theme specific mahai summarised the textual
comments made by each participant and across thantesub-themes were written

next. The sub-theme memos were then reviewed dvgkquently incorporated within
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six major memos, which corresponded with the ihiiede tree framework described
previously. In these memos, the themes, sub-thepad¢t®rns and exceptions were again
reviewed through a close reading, and checked &sckes using NVivo's search tool.
The final step in the analysis involved exportihg memos into Microsoft Word and
then combining them into four writing frameworke, which formed the basis for
Chapters 6, 7, 8 and 9. These writing frameworksevpeinted, reviewed and discussed
with the research supervisors, together with thegss of developing them.
The writing up of the data involved a further preg®f interpretation with each
of the four chapters presenting the participanesispectives. Patton (2002, p.480)
describes the interpretation process well whendtesthat:
Interpretation, by definition, involves going beybrthe descriptive data.
Interpretation means attaching significance to whkas found, making sense of
findings, offering explanations, drawing concluspnextrapolating lessons,
making inferences, considering meanings, and otserwnposing order on an
unruly but patterned world. The rigors of interpte&in and bringing the data to
bear on explanations include dealing with rival lerptions, accounting for
disconfirming cases, and accounting for data ifeagies as part of testing the
viability of an interpretation.
In this case, interpretation involved moving beyahé descriptive NVivo analysis
towards a more analytical one within each of theptérs, in which the descriptive data
was compared, contrasted and explained in terniewf it related to the literature as
well as what this meant regarding the participapésspectives and in relation to social
work supervision. A further level of interpretati@ecurred in the integrative chapter
(Chapter 10), through the findings from both thevey and the interviews being

brought together to address the three major reseqrestions with the overall results

then being analysed with regard to their contrdoutio the field.

! Appendix O, illustrates the progression throughdat analysis steps using an example sub-node.
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Limitations of the methodology

The overall mixed methods design used for thisystugs two limitations. The first
limitation concerned the scope of the initial desigrhich required adjustment in terms
of relinquishing the focus group option and thelesion of the structured journal data
(due to a low response rate). In hindsight the $ogroup option was too ambitious,
particularly in terms of the time and logisticasugs involved in bringing participants
together and then interacting in the group, esfigaiden they had already completed a
survey and an individual interview. Regarding tberpal, it may have been possible to
avoid a decline in participant interest, and tangahigher response and return rate, had
the participants been asked to complete and refin journal immediately following
their individual interview or perhaps concurrentlith or prior to their interviews rather
than waiting until their transcript was finalised.

Second the study was subject to epistemologicaitdtans in that: a) the
findings were reported perspectives; and b) thetjpe of social work supervision was
not directly observed. These epistemological litiotes, whilst recognised, were
arguably mitigated by what Patton (2002, p. 2483cdbes as the methodological
triangulation that occurs through the mixing of oitative and qualitative data

methods, and the integrative interpretation ofawerall results.

Conclusion

In this chapter, the research methodology utilisetthis mixed methods study has been
canvassed. A rationale was provided for the use miagmatic approach together with
the relationship between this worldview, the camdionist conceptual framework and

the mixed methods research methodology used. TRedmhethods research approach
was also discussed in terms of: the rationaletfochoice; the research design; ethical

considerations; and data collection processes.prbeedures by which the data was
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organised, analysed and interpreted, as well théaliions of the methodology, were
discussed. Overall, it is argued that the strengthlise methodology are that: a) it is the
best approach for examining the research questions macro and micro viewpoints;
b) it is an original approach to the delicate arfticdlt task of gathering information
about social work supervision and accessing resgaadicipants; and c) it is the first
mixed-methods study conducted on social work sugierv within a specific societal

and cultural setting using a national population.
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CHAPTER 5

MAPPING THE TERRITORY: SOCIAL WORK

SUPERVISION IN AOTEAROA NEW ZEALAND

This chapter reports the results from the postalesuand maps the territory of social
work supervision practice within Aotearoa New ZaalaThe results are reported in two
parts: the first part reports the results from ttlesed questions concerning the
respondents’ characteristics and their supervipractices; and the second part reports
the results from the two open-ended questions asclisses the respondents’ views

concerning what was best and how they would lilegr thupervision to be improved.

Results from the closed questions

Respondents’ characteristics

The respondents were asked to provide informatimut the roles they undertook in

supervision; the areas of social work in which tipegctised; their gender, age, ethnic
origin, and highest qualification; and the mosngigant or useful supervision training

they had completed.

The roles undertaken in supervision were superyvisegervisor or both
supervisee and a supervisor. Only 28.2% (59) ifledttheir role as supervisees alone,
while 3.2% (8) were solely supervisors and slighttypre than two-thirds (142 or
67.9%) reported that they undertook both roles.

The respondents were involved in a wide range e&smwithin social work,
including: mental health 22 % (46), community anhigovernment organisations

(NGOs) 21.5% (45), health social work 14.4% (3@yeation and training 8.1% (17),
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the Department of Child Youth and Family (the siaty child welfare service) 7.7%
(16) and private practice 6.2% (13). Twenty-sevantipipants (13%) who reported
having two or more areas of practice in their wooktfolio were found in the group that
undertook the roles of both supervisee and supervidso of note was that within this
dual role group (N=140), 19% (27) were involvedpgnvate practice. The gender
distribution was 80% female and 20% male, whicledmparable to the 75% female
and 25% male composition for the social work octiopaat the time of the 2001 New
Zealand Census (Career Services, 2004).

Respondents were asked to indicate their agemdgthen year range, and it was
found that 22.5% were under 40 years, 36.4% weéMears of age, and 41.1% were
50 years and over. When the age distribution wiase@ to the supervision role, it was
found that 39% of the supervisees were under 46 \aal that 52.5% were between 40
years and 59 years as compared with 15.2% and 7X&%ectively, for those who
undertook both roles. Clearly age (seniority) iated to the supervisor role.

In terms of ethnic origin, 11.2% self-identifiesl Maori, 72.2% as New Zealand
European/Pakeha, 1.4% as Pacific peoples, and k2bgiag of other ethnic origins.
Only 2.4% identified themselves as having a mixe@&oN and New Zealand
European/Pakeha ethnic origin. These percentagesoanparable to those found in the
ANZASW membership at the time the sample was dr@aape and Hunt, 2004).

When asked to indicate their highest qualificati@i.4% of the respondents
reported that they held a recognised social woification at undergraduate diploma
level or higher. This percentage is much highen tiat (47%) of the whole ANZASW
membership (Baskerville-Davies, 2004). It is ingtirey to note also that for 58.3% of
the respondents their highest qualification wadbathelor's degree level or higher.

Overall, 42.6% completed their highest qualificatio the 1990s and 21.5% thereafter,
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which appears to reflect the increasing professisat#on of social work in Aotearoa
New Zealand over the past two decades (O’'Donodk@3).

For their most significant or useful supervisiorairting, the participants
generated twenty-one different combinations frore #ight options listed in the
questionnaire. When the combined responses weredatid eight options that were
solely rated, it was found that the following wedentified as the most significant and
useful sources of supervision training: short cesiré81 respondents); on the job/in
service training (65); a certificate in supervisi@3); supervision itself (40); fieldwork
placements (30); and a diploma in supervision@@)mpletion of this training by half of
the respondents between 1990 and 2004, also apmeaeflect the relatively recent
development of the profession and supervisionitrgim Aotearoa New Zealand.

Overall, in terms of the characteristics outlinglgove, the respondents were
representative of a highly professionalised and gqulified sector of the social work
profession engaged in social work supervision. Thlsp appeared to be a reasonably
representative sample of the wider ANZASW memberghiterms of gender, age and

ethnicity.

Supervision practice

The results reported here include: the forms ofespiorf engaged in: the overall
emphasis of the supervision; the structures inhl¥be types of supervision contact;
the respondents’ views concerning the climate, $peconethods and processes used in
supervision; the use of ideas from supervision aeggies/models; the features and

content of their supervision sessions; and an dvevaluation of their supervision as

8 See Appendix P for definitions of the forms of swgon used for this survey.
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either supervisees or supervisors. Chi-squaresl veste applied to all of the above with
the results being statistically significant (p<Q.0ar all variables except for Karakia

(see Appendix Q).

Forms of supervision

The participants were asked to rate on a 5-poiateséwhere 1 = “none” and 5 =
“high”) their level of participation in each of tiwe forms of supervision over the last
12 months. Table 5.1 details the number of resriee mean, standard deviation, the
percentage of respondents who reported participatirthe supervision form as well as
those who reported “high” participation. The highgsrticipation levels reported
(across all role, gender and ethnic groups) wene ifdividual supervision and
clinical/professional supervision. Conversely, erdgsciplinary supervision was

consistently the form least participated in oveaaltl across all role, gender and ethnic

groups.
Table 5.1 Participation* in forms of supervision

% of those % of those
responding who | responding who
indicated they indicated high
participated (i.e. | participation

Supervision Form N Mean Std. Dev | 2-5) (i.e. 5)

Individual 185 4.32 1.06 94.6 60.5

Clinical/Professional 195 4.08 1.16 94.9 49.7

Supportive 169 3.68 1.24 91.7 31.4

External 170 3.62 1.49 83.5 41.2

Internal 173 3.55 1.56 81.5 445

Managerial 164 3.09 1.52 72.6 23.2

Group 157 2.61 1.47 65.0 14.6

Student 164 2.57 1.55 58.5 16.5

Team 156 2.53 141 66.0 12.2

Cultural 148 2.31 1.37 63.5 135

Cross-disciplinary 153 2.22 1.42 51.6 11.8

Other 47 2.13 1.61 36.2 17.0

*Level of participation ranged from 1 (“none”) to(*high”).
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As expected, there were interesting differenceswthe data was analysed according to
the supervision role of the respondents. The foohsupervision that supervisees
participated in the most were individual, clinicahternal, supportive and external
supervision (mean range: 4.08-3.48), while the ifipeforms they participated in the
least were team, group, managerial, cultural, studad cross-disciplinary supervision
(mean range: 2.61-1.86). For respondents who wette supervisors and supervisees,
the supervision forms participated in the most wedividual, clinical, supportive,
external, internal and managerial (mean range:-3.24), whereas the specific forms
that they participated in the least were studemug, team, cross-disciplinary and
cultural supervision (mean range: 2.68-2.30). Thaly ostatistically significant
difference between the meand(166)=-3.456, p<0.001) concerned managerial
supervision, with the supervisees reporting a lomean (2.35) participation than the
dual role group (3.29). Looking at participation ggnder revealed that the highest
levels for both females and males were in the idd&l and clinical/professional forms
of supervision. The means for student, cultural amds-disciplinary supervision were
virtually the same for both gender groups. Theres \manotable gender difference
(though not statistically significant) for internstipervision (means of 2.8 and 3.7 for
males and females, respectively). This finding seéoreflect the over-representation
of males in both the dual role group (78% cf 65% flEmales) and private practice
(17% cf 11% for females).

With regard to the ethnic groups, all had partitgal to some extent in the
various forms of supervision listed. The most digant differences in means
concerned cultural supervision and were statigyicsignificant when subjected to a
post hoc Tamhane T2 test, which measures the diféers between means when the

variances are unequal and the samples differ (Bnyamal Cramer, 2005). Maori had a

88



mean of 3.86 for cultural supervision (the fourttosth common form that they
participated in) as compared with a mean of 2.0=(1264, p<0.05) for the New
Zealand European/Pakeha group and “Other” ethniginsr (T2=1.801, p<0.05) for
whom it was the least common form of supervisiopegienced. This finding parallels
the cultural supervision literature in Aotearoa N&ealand, which is primarily authored
by Maori and hints at the critique found in thitature — namely, that supervision for
Pakeha tends to be monocultural (Bradley, Jacolds Bradley, 1999; Cooper and

Anglem, 2003; Walsh-Tapiata and Webster, 2004; Welllseadon, 1999).

Overall emphasis of supervision

The participants were asked to rate on a 5-poiales@vhere 1 = “not at all” and 5 =
“almost always”), the extent to which their overalipervision involved: a) the
management of work; b) the process of working vdlients; c) the well-being and
development of the worker; and (d) the workplacérenment or another aspect which
they were to specify. Their responses (Table Si@ysthat the process of working with
clients, the well-being and development of the workand the management of work
had higher means than the workplace environmenteM@r, when the responses
between 3 and 5 on the scale were analysed an ifiéfedce was found between the
top three items — i.e. the process of working wdients (92.3%), the well-being and
development of the worker (93.7%) and the managéwfenork (88.5%) — and that of
the workplace environment (77.4%). These resultsewednsistent across all role,
gender and ethnic groups. The “Other” categoryarses, when specified, included a
number of items that could arguably be definedsgpeets of the other four categories.
Those that did not seem to fit within those categorwere concerned with the
environment or world beyond the workplace and weaaticipation in social change

work; cultural challenges in working with othersidathe political environment.
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Table 5.2 Extent of supervision emphasis*on select¢opics

Selected Supervision Topics N ‘ Mean ‘ Std. Dev
Process of working with clients 208 412 1.03
The well-being and development of the word o907  4.01 .94
Management of work 206 395 1.08
The environment of the workplace 203 3.49 1.15
Other 38 324 168

*Emphasis ranged from 1 (“not at all’) to 5 (“alma@dways”)

Overall, these findings would appear to confirm tinee main functions of social work
supervision; namely, education, support and admnatien (Kadushin and Harkness,
2002). The finding in relation to the workplace eomment also appears to suggest the
presence of a fourth function - that of mediatiegween the worker and the workplace
system (Shulman, 1993). The predominance of thesetibns, particularly when
considered alongside the “Other” category respqoreggears to reflect the dominant
agency casework emphasis, which gave little consiaba to wider contextual concerns

present within supervision practice, such as isstisscial justice.

Structures

Three questions focused upon the structures indoivehe participant’s supervision;
that is, the use of supervision contracts and ageets, the frequency of supervision
contact and the length of supervision sessions.

The use of supervision contracts or agreementsvidely described and
advocated in the literature (Brown and Bourne, 190&dushin and Harkness, 2002;
O’Donoghue, 2003; Tsui, 2005), and the respondsats accordingly asked to indicate
the type of agreement or contract they currently imaplace. Nearly all reported they
had a supervision contract or agreement, with @6 stating they had “none”. Those
who offered more than one response also made cotarf@hen instructed, “if other,
please specify”) such as: management cost agreemgatding supervision; and new

job, setting up a written contract in next two week
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Amongst the supervisees a higher percentage egpardt having a supervision
agreement or contract (3.4%) than those in the doigl group (0.7%). A higher
percentage of supervisees also had oral agreer(E6%) compared to those with
dual roles (10.5%). The only notable gender difieesin the results was that a higher
percentage of females (76%) had written supervigigreements or contracts than
males (68.3%). Finally, the only notable findingarg the ethnic groups was that those
participants who reported having no supervisioreagrent or contract were of New
Zealand European/Pakeha origin.

For the overall average frequency of supervisiontact, six participants who
undertook both roles (supervisee and supervisepamrded by ticking more than one
frequency and making a note that this was the gedir@quency in each role. This point
aside, fortnightly contact was the most commondesgy reported (38.8%), followed
by monthly (25.4%) and weekly contact (24.4%). &ext participants reported “other”
contact frequencies — namely, three weekly (10)saxdveekly (4), with the remainder
involved in open door, ad hoc or as needed conkatnightly contact was the most
common in relation to supervision role (42.4% af gupervisees and 37.3% of the dual
role participants), but the next most common cdnfaequency was weekly for
supervisees (25.4 %) and monthly (26.8%) for thel dole group. Overall, 96.1% of all
participants reported at least monthly supervistmmtact. There were no notable
differences among the gender and ethnic groups.

With regard to the average length of their sumgow contacts, 92.8% reported
sessions of between 30 and 90 minutes (with thenityajstating 60-90 minutes). Two
respondents, both involved in critical stress irotdmanagement, reported supervision
contacts involving 3-hour team meetings/trainingsg@ns and a 180 minute peer group

session. The results in relation to role and geneliéected the overall results, whereas
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those for ethnic groups revealed that 66.7% of Maad Pasifika participants had
supervision sessions/meetings of 60-90 minutesiratidn reported by only 48.3% and
48% of the New Zealand European/Pakeha and “Ota#miic groups, respectively.
This variation in duration appears to reflect difig cultural protocols and uses of time

between the groups concerned.

Types of supervision contact

Respondents were asked to indicate on a 5-poitfe $ahere 1 = “not at all” and 5 =
almost always”) their experience of a range of sup®n contact types. Individual
sessions, case consultations, checking-in conaermiark plans and activity, and
reviews/debriefings of specific work or situatiomgere the contact types most
frequently experienced (Table 5.3).

Table 5.3 Types of supervision contact: frequencyf @xperience*

Type of Contact N ‘ Mean ‘ Std. Dev
Individual meetings or sessions 193 3.90 1.28
Case consultation 202 3.89 1.14
Checking-in concerning work plans and activity 195 3.69 1.28
Reviews /debriefing of specific work or situations 199 3.57 1.24
Formal team meetings or sessions 187 2.55 1.07
Co-working 188 2.48 1.16
Formal group meetings or sessions 183 2.39 1.37
Other 26 2.38 1.74
Observation 181 1.90 1.39

*Frequency ranged from 1 (“not at all”) to 5 (“alst@always”)

On the other hand, formal group meetings or sessico-working, formal team

meetings or sessions and especially observatior tier contact types less frequently
experienced. Both the supervisee and dual rolepgr@choed the overall findings in
relation to the types experienced most and lesgiémetly. With regard to ethnic groups

a significant difference in means for co-working2€1.007, p<0.05) was found
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between the Maori and New Zealand European/Pakafegaries (means of 3.33 and

2.33 respectively).

Views concerning climate, focus, methods and process

The respondents were asked to consider twentynstats and to indicate their level of
agreement or disagreement in each case using anbgumale (where 1 = “strongly
disagree” and 5 = *“strongly agree”). The first nis@tements and the twentieth
statement were concerned with the climate withinctvttheir supervision took place,
whereas statements ten to fourteen were relatéldetéocus of their supervision, and
statements fifteen to nineteen addressed the nmetiodi processes that occurred in their
supervision meetings (see Appendix C, question 14).

Responses to the supervision climate statemenisated that, on average,
supervision was viewed as being positive, constreic@nd safe. More specifically, the
means and standard deviations (Table 5.4) inditetemost participants trusted their
supervisor/supervisees and that supervision meetivege viewed as a safe place for
discussion of ethical issues, and characterised bgnstructive relationship, openness
and honesty, anti-oppression and well managed pdweamics to ventilate emotions.
However, the mean scores for the three statementsing choice of supervisor and
the relative expertise of the supervisor, in bathesvision and practice, indicate mixed
views.

In general, results for the supervisee and dual gobups reflected the overall
results. The only statistically significant diffei® between the means of these two role
groups {(197)=2.702, p<0.007) concerned the statement that respondents’
supervisor had more expertise in supervision (sugpees’ mean of 4.32, compared with
the dual role group’s mean of 3.83). For the geraoher ethnic groups there were some

variations, but these were small and not of imparta The most notable difference
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concerned those participants (16) who identifiegirtiarea of social work practice as
occurring within the Department of Child, Youth af@mily (the statutory child
welfare service) with their means ranging from 3(@8&ndard deviation 1.02) for
constructive supervision relationship to 2.44 (dtad deviation 1.59) for choice of
supervisor. Obviously, the supervision climate tfus group was less satisfactory than
that of other groups.

Table 5.4 Supervision climate statements: level afgreement*

Statement N | Mean | Std. Dev
| can safely discuss ethical issues in supervision 208 4.56 0.81

| trust my supervisor/supervisees 208 4.49 0.81
The supervision relationship(s) | have are consitrec 207 4.46 0.77
My supervision is always open and honest 207 4.430.81
Our supervision is anti-oppressive 195 4.33 0.90
The power dynamics in my supervision are well mawgiag 206  4.32 0.92

| can safely ventilate my emotions in supervision 205 4.28 0.98

| have a choice of supervisor 206 4.03 1.40
My supervisor has more expertise in supervision tha 204 394 1.20
My supervisor has more expertise in practice than m 204  3.80 1.24

*Level of agreement ranged from 1 (“strongly dissf) to 5 (“strongly agree”)

Turning to the focus of supervision (Table 5.5)isitevident that the primary
focus was safe and ethical practice (mean of 4#@dard deviation 0.81) and that the
area focused on the least was the employing agemeyjuirements (mean of 3.5,
standard deviation 1.1). Generally, the resultsthar role, gender and ethnic groups
reflected the overall response pattern with the statistically significant difference in
means (194)=-2.896, p<0.004) being between the superyisemn of 3.67) and dual
role group (mean=4.11) in respect of the statengenterned with focusing on the

supervisee’s learning and development.
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Table 5.5 Focus of supervision: level of agreement*

Statement N Mean | Std Dev
We focus on....

..safe and ethical practice 207 4.49 0.81
..the supervisee’s learning and development 204 98 3. 0.98
..the supervisee’s story 202 3.86 0.96
..the client’s issues 205 3.76 1.06
..the agency’s requirements 204 3.50 1.10

*Level of agreement measured as for Table 5.4 @bov

Moving on to the methods and processes occurrirgupervision (Table 5.6),
there was (on average) agreement with each ofitleestatements concerned. When
analysed by role and gender, the results wereairalthe overall result, but there were
some differences between the role and gender grdues supervisees’ means ranged
from 3.83 for reflecting upon client and workeréardactions to 3.24 for linking theory
and practice, whereas the dual role group’s meamged from 4.03 for reflecting upon
client and worker interactions to 3.68 for supdornsbeing goal and outcome focused.
It appears, as expected, that the dual role grag @ better view of supervision
methods and processes than the supervisee group.g@&hder analysis was also
consistent with the overall results; the only smdilifferences in the means (not
statistically significant) were for the linking ¢heory and practice (higher for males
than females), and that supervision is goal andoooné focused (which females rated
higher than males).

Finally, in relation to ethnicity, the New Zealakdropean/Pakeha respondents
had a lower mean for every item than the Maori &ther” groups. That said there
was a measure of agreement between the three efftips: a) in their higher rating
for the statements that their supervision refleatectlient and worker interaction, and
strength-based supervision; and b) on their lova¢ing for statements asserting that

their supervision was goal and outcome focused)inkéed theory and practice.
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Table 5.6 Supervision methods and processesvéé of agreement*

Statement N Mean | Std.
Dev

In supervision we reflect on the client-worker natetions 204  3.97 1.00

Our supervision is strength-based 202  3.93 1.014

Our supervision uses a problem solving process 208.84 0.98

Our supervision is goal and outcome focused 20070 3. 1.01

In supervision we link theory and practice 206 435 1.22

*Level of agreement measured as for Table 5.4 @abov

Use of ideas from supervision approaches and models

The participants were asked to rate on a 5-poiatesgvhere 1 = “not at all” and 5 =
“almost always”) their use of aspects or ideas framange of seventeen supervision
models/approaches (see Appendix C, question 15Appdndix R), and to specify any
other model/approach they used. From the resulisiresl (Table 5.7) it is clear that
while the respondents were eclectic in their usédeés, those most commonly used
were from strength-based and task-centered supmrvimodels/approaches both of
which were developed from practice models rathan tepecific supervision models
(Cohen, 1999; Payne, 1994). The only specific sugpien models identified amongst
those in the “Other” category were the spiral mpédlyson Davys’ reflective model
and Daphne Hewson's template of supervision. Anofimeling was that the use of
ideas from Aotearoa New Zealand supervision moagtsbaches (Restorying,
Kaupapa Maori, Awhiowhio and the Pacific Islandsdalp was less than the use of
those from overseas. The reason for this resuligiy relates to the strong influence
American and British supervision sources and modelthe Aotearoa New Zealand
supervision literature (see Chapter 2, p. 36) andimply to a lack of respondent
awareness of these approaches (the Restorying agtprdor example, was only
recently published at the time of the survey; séBoBoghue, 2003). However, a

probable lack of awareness was not confined to axedyor ethnic specific approaches;
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8.1% of the respondents (9 supervisees and 8 dialr@spondents) commented that
they did not know any of the supervision approathedels listed, and the overall
average non-response (or missing data) for eatheol7 approaches and models was
36.7% (see: Chapter 4, p.72).

Table 5.7 Use* of aspects/ideas from supervision pmaches and models

% of those

responding who

used approach

To

some Almost Std.
Approaches/ Models N extent | always Mean | Dev
Strength-based Supervision 183 94.5 33.9 3.87 1.14
Task-Centered Supervision 165 92.1 20.0 3.52 1.15
Adult Learning 152 85.5 16.4 3.26 1.28
Integrated Model 149 78.5 114 3.06 1.31
Developmental Model 155 78.7 10.3 2.96 1.31
Other 38 47.4 39.5 2.76 1.95
Feminist Partnership 150 68.0 12.7 2.54 1.39
Tony Morrison’s Adult Learning 144 59.0 7.6 2.53 1.45

Model
Hawkins and Shohet (Process Model) 138 58.7 9.4 2.49 1.46
Brigid Proctor 148 62.8 4.1 2.39 1.27
(Formative, Normative, Restorative)

Restorying 141 56.7 7.1 2.33 1.39
(Contextual Constructionist)
Brown and Bourne’s Systems Model 143 59.4 3.5 2.33 1.29
Interactional Model (Shulman) 140 53.6 5.7 2.24 1.35
Tapes 143 44.1 9.1 2.06 1.40
Kaupapa Maori (Paraire Huata) 146 37.0 7.5 1.88 1.34
Michael Carroll's Social Role Model 133 43.6 0.8 1.77 1.02
Awhiowhio (Webber-Dreadon) 139 25.9 2.9 1.52 1.02
Pacific Islands (Mary Autagavaia) 135 14.1 0.7 1.26 72

*Use ranged from 1 (“not at all”) to 5 (“almost ays”)

In terms of group differences, the means (i.e. ayerfrequency of use) for the

specific models/approaches were somewhat highethi®rdual role group than for
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supervisees, with the mean differences being statily significant for Awhiowhio
(t(114.961)=-3.002, p<0.003), adult learnirnt@1.035)=-2.813, p<0.007) and Brigid
Proctor {(62.931)=-3.095, p<0.003). In relation to gendérobthe female means were
higher than the males means except for the Restprgind Tapes models. Not
surprisingly, there was a significant differenceween females and maleg62.189)
=5.150, p<0.0005) for the use of ideas from theiféshpartnership model. There were
also four other unexpected significant mean scdferednces between the two gender
groups, and these were for: the developmental md¢@b2)=3.587, p<0.0005),
Hawkins and Shohet’s process modgll35)=3.190, p<0.0005), the Task-centered
(t(162)=3.686, p<0.0005) and the Strength-basgiB@)=3.443, p<0.001) approaches
or models. Finally, as expected, there was a dédtarence between Maori and non-
Maori participants in the use of ideas from Kaup®seori (significant at p<0.05) and

Awhiowhio models with higher means for Maori.

Features and content of supervision sessions

Using a 5-point scale (where 1= “not at all” and“a#most always”), the respondents
indicated the extent to which a range of featur€able 5.8) occurred in their
supervision sessions. Overall, decisions and dssocnswere identified as the most
commonly occurring aspects, followed by checkingntmt, closure, preparation,
planning, agenda setting and summarisation. On ateer hand, evaluation and
karakia/thought/reflection/centering were the lemshmon aspects reported.

Mean scores for the supervisee and dual role groenesaled both differences
and similarities. In particular, the supervisees ltansistently lower mean scores,
indicating perhaps a greater emphasis on contamt fpinocess in supervision sessions
(Solas, 1994). Apart from this, both groups idéatifdiscussion and decisions as two of

the top three features, and consistently identifigdritisation, evaluation and karakia/
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thought/reflection/centering as the least freqyerdtcurring features. That said,
significant differences in mean scores between tii@ groups, were identified for
comfort §(194)=-3.385, p<0.001), prioritisingt(194)=-3.358, p<0.001), discussion
(t(191)=-4.280, p<0.0005), and closut@ 91)=-2.640, p<0.009).

Table 5.8 Occurrence* of features in supervision ssions: overall and by role and
gender

Feature Overall Supervisees | Dual Role Female Male
Preparation

N 205 58 139 165 39

Mean 3.82 3.72 3.91 3.85 3.72
Karakia

N 197 55 135 159 37

Mean 2.80 2.55 2.80 2.78 2.79
Comfort

N 204 57 137 163 40

Mean 3.85 3.42 4.01 3.91 3.58
Agenda

N 203 57 139 162 40

Mean 3.74 3.37 3.88 3.78 3.60
Prioritising

N 204 56 140 163 40

Mean 3.61 3.14 3.80 3.67 3.35
Discussion

N 201 57 136 162 38

Mean 4.14 3.67 4.33 4.17 4.03
Decisions

N 204 57 139 163 40

Mean 4.20 4.00 4.29 4.27 3.92
Planning

N 204 58 138 164 39

Mean 3.76 3.59 3.82 3.87 3.31
Summarising

N 204 58 139 164 39

Mean 3.74 3.45 3.87 3.80 3.49
Evaluation

N 202 57 138 162 39

Mean 3.37 3.11 3.51 3.40 3.23
Closure

N 201 56 137 161 39

Mean 3.84 3.54 4.01 3.88 3.67

*Occurrence (frequency) ranged from 1 (“not at)altf 5 (“almost always”)

Similarities and differences in mean scores wese avident with respect to
gender and ethnicity. With respect to gender, fesydlad higher mean scores than
males; however, the only significant mean scoréedihce between them was for the

planning feature t(201)=2.970, p<0.003). For ethnic groups there wsgnificant
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differences between Maori and New Zealand Eurofs@ha, with Maori reporting

more frequent occurrence of certain features;, mamarakia (T2=1.457, p<0.05;

means of 4.0 and 2.52, respectively) and evalugi@=0.940, p<0.05; means of 4.14
and 3.2, respectively).

When respondents indicated on a 5-point scale @vher “not at all” and 5 =
“almost always”) how frequently discussed a ranfgems were in the content of their
supervision sessions, it was found that the itesnudised most often (overall and across
role, gender and ethnic groups) was that of comptesghallenging cases. The second
and third items discussed most frequently (ovenadl for role, gender and New Zealand
European/Pakeha and “Other” ethnic groups) werestipervisee’s concerns or matters
and ethical issues. For Maori, however, the se@mlthird most common items were
ethical issues and cultural matters. Significaffedtnces in mean scores were noted
between Maori and New Zealand European/Pakeha latioe to cultural matters
(T2=1.029, p<0.05) and supervision relationshipHd.241, p<0.05). In both cases the
mean score for Maori (4.13 and 3.45, respectivelgs higher than that of the New

Zealand European/Pakeha group (3.10 and 2.51,atasgg).

Overall evaluation of supervision

The respondents were also asked to indicate (epark scale where 1 = “poor” and 5
= “excellent”) their overall evaluation of the supigion they participated in as either a
supervisee or supervisor (Table 5.9). The mearnsr&thand across the role, gender and
ethnic groups), suggest that on average the resptmdelt that their supervision was
very good. Only a small percentage of the respasdevaluated their supervision as
poor or close to poor (see Table 5.9). This groompsisted of 10 respondents, 9 who

evaluated it as supervisees and 1 who evaluatasl & supervisor. Among this group,

10C



there were no obvious distinguishing features ihdicated why their supervision was
less than satisfactory.

Table 5.9 The respondents’ overall evaluation of fervision: as a supervisee or
supervisor

% of those who rated their
supervision as:

Poor and Excellent
close to poor| and close to
(i.e. arating | excellent

Overall of 1and 2) | (i.e.arating

Evaluation N of 4 and 5) Mean Std. Deviation
As a supervisee | 201 4.5 74.6 4.065 .8563

As a supervisor | 130 0.8 79.2 3.942 .6152

Summary and Discussion of Results from Closed Quest ions

Overall, the respondents reported participatioa nrange of supervision forms over the
twelve months prior to the survey with individualdaclinical/professional supervision
being the most common and cross-disciplinary sugerv the least common. Results
concerning the emphasis, focus, types of contaetufes and content of supervision
sessions revealed that on average supervisionveddbrtnightly contact and primarily
entailed supervision of their social work practeoel themselves as professional social
workers, with managerial and agency requirementscmpliance coming third. The
supervision experienced, as described by the relgms, matches the descriptions of
clinical supervision found in the literature (Bermhaand Goodyear, 1998; Munson,
2002; Rich, 1993) — a feature that sheds lighthen dquestion concerning the current
position of supervision in relation to three scérmfBeddoe and Davys, 1994; Payne,
1994). These scenarios, as summarised by O’Donodl9es, p. 91), are:

» The separation of the professional and the maraggspects as the result
of a professional revival,

* A reconciliation of the professional and manageaspects through the
vehicle of quality assurance; or
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» A complete rejection of the professional aspectsupervision resulting in
social work supervision being reduced to managstigkrvision.

From this perspective, the results suggest thatoéegsional revival has occurred in
which the professional or clinical aspects of suisgsn are emphasised. That said, the
results do not indicate the extent to which thepoeslents’ participation in clinical
supervision is separate from their participatiomianagerial supervision.

For the roles undertaken in supervision and thesadd practice, the survey
revealed that 19% of those involved in the supervisle were engaged in some form
of private practice. This finding suggests thatesuision occurs in a marketplace
wherein an increasing number of self-employed firaners provide a service in a
contracted external form, in response to a demanérngted by social workers and their
agencies (Kane, 2001; O’'Donoghue, 2002).

As the respondents were full members of the ANZASWHH questions arise.
First what do the results tell us concerning thpesusion of ANZASW members?
Second, how aligned with the ANZASW policy is thgervision that these members
participated in? The results indicate that on ayerthe supervision of the respondents
is regular, promotes safe and competent profedsiprectice, is aligned to the
ANZASW (1998) policy statement on supervision, asdiiewed as being of a very
good standard. When these results are considevedsatle those concerning the focus
on safe and ethical practice and ethical issuegylmmmonly discussed in supervision,
a satisfactory picture of supervision’s place imte of the respondents’ professional
accountability emerges. Accordingly, it is impottam note the Association’s efforts to
improve the standard of supervision. These efforttude: the establishment of the
Supervisors’ Interest Group; the development otfica standards for supervisors; a

register of members offering external supervisamg approval of an amendment to the
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Code of Ethics entitled “Responsibility in Supeorig Relationships” (ANZASW,
2004a:14-15; ANZASW, 2004b).

In general, results concerning the use of ideam fsupervision models and
approaches showed that: a) the ideas that were owystmonly used were from
strength-based and task-centred supervision; bjetsgondents appeared to be eclectic
in their use of ideas; and c) that ideas from e@ssnodels were more commonly used
than those from locally developed models and ampres Three important points arise

from these results and warrant careful considaratio

The first point is that the use of casework or pcacideas in supervision is
more common than those from specific supervisiodets) and that there is a mirroring
between supervision practice and direct social wandctice. Tsui (2005) notes that
practice theories are adopted into supervisionaforariety of reasons, including: a)
deficiencies in supervision theory in terms of #@scessibility, abstraction and
complexity; b) the relative theoretical coherendamiliarity, accessibility and
practicality of practice models; and c) that preetimodels enable practitioners and
supervisors to build upon what they already knowecdkding to Tsui (2005) while such
reasons are perfectly understandable they maylgpdsive the longer-term effect of
inhibiting the building of specific supervision tivées, which in turn may have
implications for the development of social work enpsion as a discipline and practice

speciality.

The second point concerns the degree of eclsgtian the respondents’ use of
ideas from a range of models and approaches. &8ss a question concerning the
extent to which supervisors and supervisees carisaind use their own personal
practice models and approaches (Solas, 1994). &haylestion here is the degree to

which the eclecticism, and use of personal practcmlels is informed by critical
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reflective practice grounded in both sound evidearo# context (O’Donoghue and Tsuli,

2005; Ife, 2005).

The third point concerns the more common use chisdeom overseas rather
than local models, which raises a question conogrtiie expressed bicultural nature of
both our social work and supervision practice. égard to this question, the survey
results are mixed. On one hand, they suggest lieasupervision Maori participated in
was: a) safe for the discussion of ethical issaeméan score of 4.8), with high trust
(mean 4.6); and b) that their constructive sup@mwiselationships (mean 4.7) were
characterised by openness and honesty (mean 4pppression (mean 4.4), well
managed power dynamics (mean 4.5), and safetyrtilate emotions (a mean score of
4.3). Overall, Maori evaluated their supervisionvasy good (a mean score of 4.2 as
supervisees and 4.0 as supervisors). What thesétsreto not tell us, however, is
whether their supervision was with others from ttheeilture or whether it was cross-
cultural. This aspect, unanticipated in the desifjithe postal survey, along with the
extent to which participation in cultural superuisicontributes to a positive overall
evaluation, is a question for further research.

On the other hand, the finding that Maori had digantly higher mean scores
than non-Maori concerning cultural supervision,warking, the use of ideas from a
kaupapa Maori model, the use of karakia and evaluaplus the discussion of cultural
matters and the supervision relationship in sessitiighlights the extent to which
supervision for these ethnic groups is different.tHerefore seems reasonable to
conclude that these findings provide support forCaoper and Anglem (2003), who
argued that supervision tends to reflect the domilNew Zealand European/Pakeha
group’s cultural worldview; and b) O’'Donoghue (20@8 58), who stated that “there

are still significant challenges in moving towarg®st-colonising’ supervision”. In
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effect, the face-to-face supervision relationshépsl experiences reported by Maori
respondents seem to differ from the picture poettalyy the overall findings. Questions
are thereby raised about: a) the influence andifgignce of cultural supervision for
Maori social workers in terms of their overall avaiion of supervision; and b) how
well the New Zealand European/Pakeha and “Otheffiniet groups practise

biculturalism in their social work supervision.

Results from the open-ended questions

In this section, the results from the two open-ehsi@rvey questions are reported and
discussed. These questions asked the responderdsniify: a) the two best things
about their supervision; and b) three areas wierg would most like their supervision

to improve.

The best things

Two hundred and four respondents recorded an answt#re open-ended question,
which read: “What are the two best things aboutrysupervision?” Overall, these
respondents provided 399 (97%) out of a possilikd td 408 statements. Sixty-nine
percent of these respondents had the dual roléstbf a supervisor and a supervisee,
whilst 28% were supervisees, with the remaining@#ing from those who identified
solely as supervisors. Following content and tharetalysis, the four category areas
of practice, environment, relationship and supervispecific were identified from the
statements provided. Table 5.10 presents the nurabeérpercentage of statements

across all four categories and associated themes.

Practice

The definition of practice used for this categongluded those aspects within the

process of supervision that facilitated the meetihgupervisees’ needs in the areas of
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their work, emotional support, communication andvedepment, as well as the
assistance provided to supervisees with their bog@k practice problems. Four

themes were identified within this category, ea¢hwbich is discussed below (see

Table 5.10).

Table 5.10 The best things about supervision: categes and themes
Categories and themes N | %
Practice 168 42
Progressive learning and development 67 17
Human responsiveness 42 10
Interactional process 32 8
Accountability and safety 27 7
Environment 107 27
The situation 37 9
Time 35 9
Comfortableness 18 5
Opportunity 17 4
Relationship 70 18
Supportive 24 6
Trust 18 5
Honesty 18 5
Openness 10 2
Supervisor specific 54 13
Qualities and attributes 31 8
Expertise, knowledge and experience 23 5
Total 399 100

Progressive learning and devel opment
Within this theme emphasis was placed on makingyness with problem solving,

being able to reflect upon practice, being chakehgnd extended, and learning and
developing professionally in supervision. Makinggress with problems included such
things as: feelingclear about tasks to move forwdrdworking out ways and methods
to cope with work issugs' problem solving around casewdr&nd “positive outcomes,
particularly an agreement to a way forwdrd-or reflection upon practice the areas
included: behaviour,c¢ase management stuffssues presented and casework. Being
challenged and extended occurred through the disgaf the Wider perspective the

examination of transference/countertransfereriogynamics, the viewing ofgractice
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with different eyésand supervision providing an opportunity to exteand deepen
thinking. The learning theme was specifically idiged as it related toitleas, “about
other agencies and areas of social workkhrough the parallel process dynarhiand
in relation to use of self Finally, professional development included thengral
growth and development that occurs in supervisas,well as abilities in specific
practice models and approaches such as kaupapa kheory and tross-ethnit

learning.

Human responsiveness
The main features of this theme were support, erepment, responding to needs and

an expressive forum. Support was referred to iregdrways such as receiving support
and being supported in supervision. The notionehdp empowered or energised was
characterised by statements such # fefreshment | experience to re-enter the work
place and a ‘positive, healthy, empowering procésBhe responsive to needs feature
focused on general comments about the superviseeds being met as well as more
specific comments concerning such needs lasing listened tg “cared fof, having
one’s ‘spirituality incorporated into supervision and “having issues addressed
Supervision as an expressive forum was expressedeteérences tovalidation from

ventilatiorf and “share, vent and debrief

I nteractional process
The interactional process theme included statempeitining to discussion, being

challenged, feedback, the approach taken and winegiven. It highlighted the ability
to discuss issues and concerns, such as caseloddsthacs, in an open professional
manner together with the process of challenge amaghchallenged. Comments were
also made concerning interactional processes ‘(bajng listened t§ “working with
the whole persdh providing “perspective, guidance and clarification receiving

feedback and a strengths-based process.



Accountability and safety
Statements on this theme included three distiratufes: the accountability supervision

provides; the safety afforded by supervision; ahd tontribution that supervision
makes to accountable and safe social work pracAdmost half of the statements
referred to accountability in relation to practicéents, quality of work, monitoring of
standards, and professional ethics and conducterispn was also depicted as an
accountability forum within which there wereXpectations of preparatiéna “focus

on [the] issues supervisee[s] bring to sessions alsd what they don’t bririgas well

as ‘shared responsibility for decisiohsSafety was concerned with: the respondent’s
safety, client and supervisee safety, enablisgfe’ practice and the provision of a
“safety net for the workérThe remaining statements included in this thgradained

to supervision’s contribution to accountable ande spractice via: the review of
practice; affirmation of the social work role aralwes; maintenance of confidence and
competence in professional work (by ensuritigrigs are kept up to date with nothing
left lingering’, “improving effectiveness’ facilitating best practicg; and by affirming
good practice.

It is worth noting at this point that the four ptiae themes described above are
reflective of the supervision literature. Harkng4995; 1997) found that problem
solving and empathy within supervision practicetdbaoted to supervisee satisfaction
and improved client outcomes, whilst Kadushin anarkdess (2002), Brown and
Bourne (1996), and Middleman and Rhodes (1985) esipbd the developmental,
educational and learning aspects of social worlestigion. Similarly, Munson (1993;
2002) and Shulman (1993) affirmed the importancéhefinteractional process within

supervision practice, while Morrison (2001), O’Dghaoie (1999; 2003) and Hughes
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and Pengelly (1997) have highlighted supervisiom@te in providing professional

process accountability and safety.

Environment

The environment category concerned the setting invitivthich supervision was
conducted and embraced four themes, namely: thatisih; the time made available or

provided; comfortableness; and the opportunityupesvision itself.

The situation (space, place, location)
The situation theme was concerned with the locatiwere supervision occurred, its

availability, the type of space provided and thacpl that supervision was for them. In
essence, an external location (i.e. outside ofathency), ready availability, a relaxed
atmosphere, and a space for offloading, discussimhreflection were key features of
the situational setting. The respondents descrigervision as the place where they:
connected with their supervisor, profession, pe®t group; shared their frustrations
and successes; could be challenged; and could deardevelop.

Time

Time was referred to in two ways: first, as a cordityoand second, in terms of the
frequency and regularity of supervision. Statementsch referred to time as a
commodity identified the time that supervision pd®d for reflection, claimed that
supervision was the respondent’s personal or psfeal time (e.g.time for mé and
“time devoted to me as a social wotkemnd were concerned with the use of time (e.g.
“catch up on things misse@nd “to connect with the supervispr The remaining
statements were concerned with timing and madererede to having regular

supervision or the frequency of supervision.



Comfortableness
This theme covers statements referring to the siglen environment as being safe,

great or positive. A safe environment was a nordtaning one where issues could be
aired and raised, that was trusting and safe fileatéon and within which there was
“cultural safety, “confidentiality and a ‘safe space to explore any isSué few
statements mentioned agréat environmerit for development and debriefing, a
“positive environmehtwhere practice could be discussed and revieweud] an

environment within whichgroactive, productive learnirigcould occur.

Opportunity
This theme encompasses statements referring togpertunity to: discuss issues in

difficult and complex cases in-depth and confidaitj talk about practice and agency
issues without prejudice; process practice evemst(auma, emotional situations) and
the impact of the work; improve skills, practicedaxpertise; and to reflect on practice,
get feedback, get ideas and clarification fromeamues.

Taken as a whole, the four themes comprising thér@anment category are
somewhat novel as the environment concept hasl (vetently) received scarce
attention within the social work supervision litenee. O’Donoghue (2003) asserted that
there was little consideration of it prior to thee ecology of supervision outlined by
Kadushin (1992b) and the claim made by Tsui anq1987) that culture was the major
context within which supervision occurs. That saldui (2005, p.49) has recently
emphasised the importance of the physical contgescribing the “venue, seating
arrangement, and the atmosphere of the place vaugrervision is held” as central to
positive supervision experiences. In relation @ libcation or venue, it was interesting
to note that 35.1% (13) of the statements withia thituation’ theme identified a
location external to the agency as one of the tiesgs and that internal or agency
supervision was not mentioned. This result raisesstions concerning where
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supervision is best located. This is particularyet when viewed alongside Davys’
(2002) description of good external supervisiorg @iDonoghue’s (1999) finding that
probation officers who reported the best experisnaieprofessional supervision had
participated in external supervision (9 of his &Spondents also expressed a preference
for external supervision). There is clearly a néadfurther research on the influence

the location has upon supervision practice.

Relationship

This set of responses concerned particular featafethe supervision relationship;
namely, a supportive relationship with trust, hapeand openness. A supportive
relationship was one where support was linked waffirmation, collaboration,
connection, positivity, shared responsibility anguality. Trust was referred to as
enabling frank discussion, a trusting relationsbiptrusting the supervisor or one
another, and in terms of the need for an atmospiferest within supervision. Honesty
was linked with comfort, trust and openness, whidpenness was associated with
transparency, honesty, trust and ease in theaeédtip as well as the ability to discuss
anything personal or relevant to work.

The features of support, trust, honesty, and opEnneentified by the
respondents directly reflect the literature whislpauses relationships characterised by
these concepts as foundational to good and eféestipervision practice (Davys, 2002;
Harkness, 1995, 1997; Kaiser, 1997; Shulman, 198@i, 2005). That said, none of the
respondents mentioned having a contracted reldtipres one of their best things, in
stark contrast to the literature which characterigeod supervision relationships as
having their expectations negotiated, agreed anttacted (Davys, 2002; Kaiser, 1997,
Morrison, 2001; O’'Donoghue, 2003; Tsui, 2005). (Qoussible explanation for this

unexpected finding is that support, trust, honestgl openness are what make human
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relationships meaningful, secure and valued, ardterefore seen as the best things,
whereas contracts and agreements are essentalythat establish the nature, purpose
and scope of a relationship, thereby facilitatifge taforementioned relational
characteristics. Obviously, this unexpected findsignals the need for further research
concerning the role and effects of contracts anceeagents upon the supervision

relationship.

Supervisor specific
The fourth category that emerged concerned featpessonally specific to the
respondent’s supervisor or the respondent as ansspe namely, the supervisor’s

qualities and attributes, expertise, knowledge exrience.

Qualities and attributes
Statements concerned with relational qualities attdbutes, which made up the

majority of statements in this category, includeding: professional, available,
challenging, open and honest, collaborative, ri@dialsafe, affirming, supportive,
understanding, impartial, maintaining confidentialand having a sense of humour.
Other more general statements spoke of the supereping and sharing (thoughts,
views and suggestions), beinopterviewed and selected by the téaireing of ‘high
calibre”, “valued and respectédThe remaining statements were made by dual role
respondents and were concerned with their supewisae (e.g. being strength-
based, being “challenging and supportive with superviseeslooking forward to

seeing supervision clieritsand “seeing supervisees learn and gfhw

Expertise, knowledge and experience
A small number of statements identified the sugens expertise and knowledge as a

best thing about supervision. Those concerned eifpertise referred to: thdetvel of

skill’, “challenging and extending practiceusing “perceptive questionirig holding
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“the whole/macro of the supervisee and career’patithics and safetyand the field
of practice. Statements referring to the superigsknowledge spoke of combining
theory with practice and knowledge of theory, ethistrength-based and feminist
practice. The remaining statements identified erpee, which in all but one case
(where the respondent’s own experience of variopgwvision styles was identified as
a best thing) related to the experience of the rsigue.

Overall, the supervisor specific features werartyerelated to the key strengths
identified by Kadushin (1992a, p.18) concerning shupervisor's “ability to develop
positive, supportive relationships with superviseesnd “knowledge, skills and

experience” in relation to the work supervised.

Inter-group differences

Marked differences were observed between the dilaland supervisee groups in the
nature and distribution of responses for and withia practice and supervisor specific
categories (see Table 5.11). Within the two cafegorthese differences were
predominately concerned with two themes, namelyogmassive learning and

development (dual role 19%, supervisee 11%); aedqtmlities and attributes of the
supervisor (dual role 6%, supervisee 14%).

Table 5.11 The best things about supervision: keyter-group differences

Categories and themes Dual role Supervisees Overall *
group only group
N % N % N %
Practice 121 44 38 34 168 42
Progressive learning and 53 19 12 11 67 17
development
Human responsiveness 30 11 10 9 42 10
Interactional process 23 8 7 6 32 8
Accountability and safety 15 5 9 8 27 7
Supervisor specific 32 12 22 20 54 13
Qualities and attributes 16 6 15 14 31 8
Expertise, knowledge and experience 16 6 7 6 23 5

* Includes solely supervisor group.
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A reasonable explanation for these variations maybddound in the developmental
differences between these two groups. Those witle mgperience in supervision (i.e.
the dual role group) are usually more interesteatlitiressing the process and supervisee
development, than those with less experience tfe.supervisee group). The latter
group in turn are usually more reliant on concrei#vice, practical direction,
reassurance and role modelling from both supenmvisiod their supervisors, and are
therefore more likely to be attentive to their swsors’ qualities and attributes (Brown

and Bourne, 1996; Kadushin and Harkness, 2002).

A composite thematic portrait

The above categories and themes reveal that thetliiags about the respondents’
supervision ranged across the full terrain of thpeactice, environment, relationships
and the qualities and attributes of their supergigor themselves as supervisors). From
this range, a composite thematic portrait emergés. best things about supervision
depicted in this portrait are a conducive supeovignvironment, in which progressive,
effective, interactive and safe practice occurdwita supportive, trusting, honest and
open relationship with a supervisor who demonsiratell-developed professional

qualities and attributes and shares practice aspeknowledge and experience.

Improvements

The second open-ended question was: “What aréhthe tireas where you would most
like your supervision to improve?” Overall, 181 peadents recorded 417 (77%) out of
a possible 543 statements. Sixty-eight percenhedd respondents were from the dual
role category, whilst 28% were supervisees, andrémeaining 4% were those who
identified themselves solely as supervisors. Whempared with the previous open-
ended question, the lower percentage of responppsaeed to suggest either a

hesitancy to critique and suggest improvementsair the respondents could not easily
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identify areas of improvement. The latter suppositseems to be supported by their
responses to a close-ended question where theyatedltheir overall supervision as
either a supervisee or supervisor as being on geemry good.

The content and thematic analysis undertaken iueshtinree broad categories
as areas for supervision improvement, namely: @ectpersonally specific and
environment. Table 5.12 presents the number anckptage of statements across the
categories and associated themes.

Table 5.12 Improvements to supervision: categorieend themes

Categories and themes N | %

Practice 202 48
Supervision sessions 100 24
Theory and practice 45 11
Development and reflection 45 11
Challenge 12 2
Personally specific 113 27
Practices 45 11
Knowledge and skills 27 7
Professional development and training 23 5
Relationship and personal support 18 4
Environment 102 25
Time 40 10
Agency/organisation 31 7
Choice/accessibility/availability 23 6
Cultural responsiveness 8 2
Total 417 100

Practice

Forty-eight percent (202) of the statements wercemed with improvements to the

practice of supervision. Within this category, fohemes were identified each of which

is discussed below.

Supervision sessions

Half of the statements within the practice categoeye concerned with improvements

to the structure, focus, process and content ofédepondents’ supervision sessions. A

number of comments highlighted the need for sesdioe better organised in terms of
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structure and process, with a more deliberate afohite or ritualised opening and

closing (which in some cases included prayer/kaveddlection, evaluation and closure
phases), a focus on agenda and priorities, andrigeép time. In contrast to this was a
minority view whereby a more holistic, less struetlj and less paperwork-based
approach were perceived to be improvements.

Statements which identified the content of the uiswon as an area for
improvement highlighted two sub-themes. The firgtswn relation to practice with
clients, whereas the second concerned topics mlet@ the supervisee. Those
concerning practice with clients included more @pth discussion of cases, ethical
matters (including being able to safelyalk about the too hard ethical isslgs
planning and client management, practice evaluasioocess stories and having a social
work focus. On the other hand, statements on tomte/ant to the supervisee were
concerned with workload management, questions abthér areas of work, stress
levels, the impact of the work and things beyonae trespondent’s control,
understanding biculturalism, and an explorationspirituality in relation to practice.
The presence of management or administrative aspetttin supervision sessions was
another sub-theme mentioned, with some respondegtgesting that less management
and more discussion of cases would improve supervisvhile others suggested that
more (not less) management content in their sugpierviwould be an improvement. A
few statements named internal management supervasoan area for improvement,
whilst others referred to performance managemdmnge management, the general
managerial climate or wanted clarification of thivision between issues that are
professional and those that were administrative.

The processes and techniques used within supengsissions were referred to

in a number of statements. Those concerned witbessreferred to the need for more
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exploration, better preparation, a longer checkmgrocess before discussing cases,
and the use of a review process. Conversely, asfatgements asserted that supervision
could “loosen up a bitand that the process of doing it perfectly in terms of rexng
...the current session at the end [was] not alway®ssary’ Improvements concerning
the use of particular techniques referred to: dantant, creativity in the form of story
telling, visual activities, and co-working discusss. Particular types of supervision
contact were also mentioned, with some statemenfsoping that observation of client
work and practice would improve their supervisisereas others identified the use of
a narrative tliscussing teain coaching, more clinical supervision and peeresuision

as areas of improvement.

Some respondents made statements concerning theratulaspects of
supervision, for example, consideration of cultussles and matters, cultural critique
of practice and cultural supervision, as areas wherein thepesusion could be
improved. Finally, a number of statements withiis ttheme identified the dynamic
aspects of supervision sessions as areas for imprent (e.g. greater transparency,

systems knowledge, power relations, and the sugeesi expectations).

Theory and Practice
Improvements in theory and practice concernedittiénly of theory and practice, more

theory, and the use of a specific theoretical aggno Supervision models were also
referred to, with statements suggesting things tiilee“exploration of their supervision
modef, and that ‘adherence to specific supervision motlelsould improve
supervision.

Development and reflection

Statements within this theme were concerned witleld@ing the supervisee and with
promoting reflection within supervision. Of thesatements, four-fifths were concerned

with practice being more developmentally focusedhwa greater emphasis on
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professional development. Some of the suggesticaenconcerned things like: skills
training, developing specific therapeutic approactand formal education in terms of
teaching, direction and learning, including theieavof taped sessions. The other areas
of development identified were related to pers@mal career development. Finally, the
statements that identified reflection as an areprattice improvement mentioned the

need for more reflection to occur.

Challenge
The fourth theme within the practice improvementegary concerned the role of

challenging and included statements made by bgplersisors and supervisees. The
supervisors made comments about being more chailgmgthin supervision and about
the practice presented in supervision, whereasstipervisees were concerned with
being challenged more often.

Overall, the four practice themes described aboeféeat the supervision
literature. Improvements to the structure, focusicpss and content of supervision
sessions clearly relate to the stages of supervigsions outlined by Shulman (1993)
in his interactional approach, whilst improvemeotscerned with the use of theory,
theoretical models and the linking of theory andgtice are evident in the work of
Kadushin and Harkness (2002), Munson (2002) and {205). The third theme,
improvements with regard to the development ofdbpervisee and reflection within
supervision, has clear links to the work of Kadag{i976; 1985; 1992b) and Kadushin
and Harkness (2002) concerning the implementatibrine educative function in
supervision. Finally, the fourth theme aligns withke hesitancy and inability to

challenge reported by both supervisors and supsisy Kadushin’s (1992a) study.
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Personally specific

Twenty-seven percent of the statements were casegoas being personally specific to
the respondent as either a supervisor or superwasewere concerned with their
supervision relationship or supervisor (see Taklé ) Four themes were also identified

within this category and are discussed below.

Practices
The improvement of a supervisor's own practicegetoer with improvements in the

respondent’s supervisor's practices - in the amfaself-management, attending and
interpersonal communication, reflective practicd administration- were the dominant
sub-themes within this category.

Slightly over half of the statements within thigthe concerned areas identified
by supervisors about their own practices in suge@misessions. To improve their self-
management, they suggested things such as betparption, time keeping, time
management, and bringing more energy and fun tersigion meetings. For attending
and interpersonal communication, the improvementscwere: being more focused,
less rushed, attending to process more than cerdbalienging, giving feedback and
hearing what was being said. Statements conceniiddimproving their reflective
practice included strategies or suggestions suchmalgng more time for reflection,
being more reflective, and engaging in reflectiontlve process with supervisees. Some
supervisors also commented about improving thaimiagtrative practices through the
keeping of better records, having written contraatsl improving accountability.

The areas wherein the respondents thought theiergisprs could make
improvements were similar to those identified abavamely, personal management,
preparation, agenda setting, and follow-up on abtasks. Other statements referred to

improvements in attending and interpersonal compaimn, such as establishing



where the supervisee was coming from, modelling rsarsing skills, being more
proactive, focused, probing and challenging. Soraspaondents, however, made
comments about things they wanted their supentsastop or refrain from doing; that
is, talking about themselves and their own issues@mplaining about other staff. In
contrast, only one supervisee made a statemenstip&rvision would be improved if

she plannedWetter for it, admitting that she had given such planning a jpoiarity.

Knowledge and skills
Statements which identified knowledge and skillaasarea of improvement concerned

the respondent’s supervisor’'s knowledge and skilisyell as improvements identified
by supervisors about their own knowledge and skills

Those in the former category made up the majofigtatements for this theme,
and mainly identified increased knowledge in thedfiof practice or work area, social
work in general, supervision, and knowledge of walt issues and Maori models.
Statements about self-improvement as a supervisene wnostly concerned with
knowledge in the areas of supervision models, Mawdels, and about alcohol and
drug addiction issues. Only a few respondents fpalty identified improvements
desired in their supervisory skills and made stat@sireferring to their clinical skills,
and the development of ways to build on social wskstories. Only one supervisee
made a statement concerning the improvement of kmeiwledge and understanding,

and the development of new skills to enhance ppiion in supervision.

Professional development and training
This theme primarily concerned the training andedi@ment that supervisors identified

as pertaining to their role. Most of the statememtade focused upon personal
professional development, and included comments: Ifhractice more consciously
models learney “[be] less anxious about supervisees’ clients andenfocused on

supervisee experiencesand “grow in ability to facilitate [a] supervisee’s own
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knowledge basé With regard to undertaking training, the statemsereferred to
specific supervision training, qualifications angining in fieldwork supervision.

It was also noted that a few respondents made glec@nments indicating that
the completion of training and professional develept by their supervisors would
improve their supervision, whilst a couple of swym¥es made comments about
developing themselves in the supervisee role throsglf-examination of their

responses and professional reading.

Relationship and personal support
Only 4% of the respondents identified their supgor relationship (about 2%) or

personal support (about 2%) as areas of improvenvéith regard to the supervision
relationship, they identified in particular the é&vof dependency and professional
closeness, the rapport and relationship with ttseipervisor, the power dynamics
experienced, as well as a lack of clear boundasied confidentiality within the
relationship as aspects for improvement. For peissupport as an area of
improvement, they were mainly concerned with suigervavailability and attention to
supervisees and their needs.

Overall, the personally specific features noted®sy respondents appear to be
related to the shortcomings reported by superviaeessupervisors within Kadushin’'s
(1992a) study. That said, the improvements sugdestih regard to supervisory
development and training seemed to reflect a desiteng respondents to move from
being self-conscious, anxious and insecure, tov@giated form of practice where they
were comfortable, secure and competent (BernardGowtyear, 2004; Heid, 1997).
Those statements concerning supervision trainiiggaalifications, however, related to

issues concerned with availability and access pesisor and supervision training as
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described by Kadushin and Harkness (2002, p. 4H&nvthey stated that “relatively

few supervisors have had an extended systemat@agdn in supervision.”

Environment

The remaining 25% of the statements made were aased as being concerned with
the environment within which supervision was preadi, and entailed improvements to
aspects of the supervision setting or context {sdxe 5.12). The four themes identified
are discussed below.
Time
Time was the most prevalent theme within this cate@nd was referred to in terms of
having more time for supervision, having supervisinore often, and having time to
follow-up on ideas, thoughts and actions arisingadsupervision.
Agency or organisation
Just over a third of the statements concerning th&me remarked that agency
recognition and support of external supervisiorodigh paying for it, increasing the
amount of it, and by separating line managemem frasework or practice supervision
would improve supervision. Also included amongsthstatements were comments that
the “supervisor has too many hatsnd that there were issues of confidentiality whe
line management and practice supervision were aoeabi

Another group of statements identified a need focreased agency or
organisational support of supervision in terms ainagement support, notably by
allowing work time for it, the provision of spedgilsupervision for senior practitioners,
and by taking notice of external supervisors’ feakh In addition, a few statements
identified the location or space provided for supgon as areas for improvement,
particularly in terms of the provision of locatioaway from the agency’s building, or

outside of the agency, as well as the need for @oropriate room or space. The
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remaining statements included comments about: fgilagi the accountability to
agencies and tightening the relationship betweerstipervisee, external supervisor and
agency; the provision of peer and other forms pksusion; and a safe environment for
the expression of the supervisee’s emotions.

Choice, accessibility and availability

The third theme concerned choice, accessibility awdilability of supervisors and
supervision. Statements that mentioned choice stgdehat having a choice or more
choice of supervisor (in general and within theeld of practice) would improve
supervision. Several statements referred to impgpthe accessiblity of supervision in
terms of not having to travel, whilst others wanteore accessible external supervision
by making it less expensive, so that individualisoworkers and agencies could afford
it. The remaining statements referred to the abdiitg of certain types of supervision
(clinical, team and cross-disciplinary) as areasngrovement or commented about the

limited availability of qualified supervisors inegalist fields of practice.

Cultural responsiveness
A culturally responsive environment, via an inceshsavailability of cultural

supervision, Maori supervisors and access to aillsetting (such as a wharehpi
was the fourth theme mentioned in just eight statem

Overall, the four themes comprising the environmeategory also reflect the
wider supervision literature. Improvements conaggrtime clearly echo those reported
by Kadushin (1992a, p.18), who noted that both supees and supervisors in his study
perceived the “lack of sufficient uninterrupted érallocated to supervision as a serious

shortcoming.” The theme of improving supervisiomotigh agency or organisational

o A Maori meeting house.
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support by the provision of external supervisiopesrs to be related to the findings of
Erera and Lazar (1994b) and Itzhaky (2001). Erachlaazar (1994b) found indications
of incompatibility between administrative and ediarzal functions in supervisors who

undertook both functions, which they attributed ttte role conflict that these

supervisors experienced. ltzhaky (2001) on therokfzand, recommended that social
service agencies consider the use of external eispes, because the external
supervisors in her study, provided more constrectiiticism and confrontation and
greater expertise and authority, than the intemagbervisors. The third theme,
improvements through greater choice, availabilitg @ccessibility of supervisors and
supervision, is apparent in the literature with =mv2002) commenting on the

importance of choice of supervisor in her studyd &adushin (1992a) noting that
supervisory availability and accessibility were keyeffective supervision. Finally, the
theme of a culturally responsive environment refldbe views of Bradley, Jacob and
Bradley (1999), Tsui and Ho (1997), Walsh-Tapiatd &ebster (2004) and Webber-

Dreadon (1999) all of whom emphasise the imposasfaneeting cultural needs.

Inter-group differences

Differences were observed between the dual rolesap@rvisee groups in the nature
and distribution of responses for and within thectice and personally specific
categories (see Table 5.13). Clearly, the supexwigeup reported a higher percentage
of desired improvements with regard to the practiaegory than the dual role group,
whereas the reverse was true for the personallgifgpenprovements category. Within
the two categories these differences were preddetinaoncerned with four particular
themes, namely: supervision sessions (dual role, 28%6ervisee 27%); theory and
practice (dual role 10%, supervisee 13%); develaograad reflectivity (dual role 10%,

supervisee 13%); and personally specific pract{desl role 12%, supervisee 7%). A
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possible explanation is found in the number of peadly specific statements (slightly
over half) which were concerned with improvemetiat tsupervisors within the dual
role group would like to have made to their supsoxy practice.

Table 5.13 Improvements to supervision: key inter-gup differences

Categories and Themes Dual role Supervisees Overall *

group only group

N % N % N %
Practice 132 47 64 56 202 48
Supervision sessions 66 23 31 27 100 24
Theory and practice 29 10 15 13 45 11
Development and Reflectivity 29 10 15 13 45 11
Challenge 8 3 4 3 12 2
Personally Specific 79 27 26 22 113 27
Practices 34 12 8 7 45 11
Knowledge and skills 20 7 6 5 27 7
Professional development and training 16 6 3 3 23 5
Relationship and personal support 9 3 9 7 18 4

* Includes solely supervisor group.

Conclusion

This chapter has presented the results from a gwiva national sample of ANZASW
members — the first of its kind with respect toithgerspectives and experience of
supervision. As such, it has identified some kdgrence points and provided a basis
for further in-depth research and investigation.

Results from the closed-ended questions suggedt thiea supervision of
ANZASW members: 1) is primarily of a clinical/pra&f&onal nature; 2) is on average of
a very good standard; 3) has experienced a revivhlch reflects the emerging
professionalisation of social work within Aotearblew Zealand; and 4) that further
research and development is needed in relationotal Isupervision models and
bicultural supervision practice in accord with tfreaty of Waitangi and the ANZASW
Code of Ethic§ANZASW, 2004a). In addition, the analysis of gwevey responses by
role, gender and ethnic group revealed both siitidarand differences in terms of

supervision practices and experiences, with thet sigaificant differences in regard to
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supervision practice being between Maori and Neeldted European/Pakeha. Clearly,
the construction of social work supervision in Aariea New Zealand needs to recognise
both the areas of convergence (e.g. the focus feaverall emphasis of supervision)
and the areas of divergence (such as the featiimgervision sessions and the use of
ideas from different supervision approaches andeisyd

Results from one open-ended question, revealed thigatbest things’ about
supervision were a conducive supervision envirortimarwhich progressive, effective,
interactive and safe practice occurs within a supgn trusting, honest and open
relationship with a supervisor who demonstrated developed professional qualities
and attributes and shares practice expertise, laugel and experience. In contrast,
responses to another open-ended question revediesk tareas of ‘desired
improvements’, namely: a) the practice of supeovisiithin sessions; b) supervisory
knowledge, skills, development and training, andfgssionalism; and c) a more
conducive supervision environment for supervisonsl gupervisees. Both the best
things about supervision and the desired improvésneanged across the supervisory
system, with the best things seemingly reflectimg potential outcomes of the desired
improvements. Clearly, these findings suggest thattask of improving social work
supervision requires a systemic approach acrogsrttiession to address the practice of
supervision, supervisory education and developnasrdt,the environmental setting.

Overall, this chapter aimed to map the supervigemitory by providing an
overview of supervision practice within AotearoavNBealand, as well as insights into
the supervisees’ and supervisors’ experiences @awiswvithin this terrain. With this
overview and insight in mind, attention now turpsthe supervisees’ and supervisors’

experiences, perspectives and constructions ofilseoirk supervision.
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CHAPTER 6

CONSTRUCTING SOCIAL WORK SUPERVISION:
THE SUPERVISEES’ PERSPECTIVES

This chapter is the first of two that reports tlredings from the sixteen supervisee
interviews. The chapter itself is in three pantstHe first part, the supervisees’ personal
backgrounds and experiences are presented. Tfulawed by an exploration of their

constructions of supervision in terms of how thefirted, arranged and described their
supervision. The third part, explores the influetitat contextual and personal factors

had upon their perspectives.

Supervisees’ backgrounds and experiences

The supervisees’ personal features and backgroaredslescribed below in terms of
their gender, age, cultural identity, and profesaidackgrounds which includes their

social work practice and supervision experiences.

Personal features

As a group, the supervisees were predominately leeraged between 40 and 69, and
non-Maori (see Table 6.1). Compared with the pasiabey, the interview participants
were over-represented in the 40-59 (68.8% compaiid52.5%) and 60-69 age groups
(18.75% compared with 6.8%) respectively, and wmdpresented in the lower age
range of 30-39 years (12.5% compared with 23.7%aof were clearly under-
represented (6.3%), particularly when compared withsurvey (11.2%). Overall, the
personal demographics of the supervisees interdeshewed that they were similar to

the survey respondents with regard to gender, betewolder in age and more



representative of Pakeha or New Zealand Europehlura@uidentity, than the survey
respondents.

Table 6.1 Supervisees’ personal features

Feature % | N
Gender
Female 875 14
Male 12.5 2
Age
Between 30 and 39 12.5 2
Between 40 and 59 68.8 11
Between 60 and 69 18.7 3

Cultural Identity
Pakeha or NZ European | 75 12
Maori 6.3 1
Not Stated 18.7 3

Professional backgrounds and supervision experience S

Table 6.2 presents an overview of the participaptsfessional backgrounds ordered
according to their fields of practice, which werainty in the areas of health, NGOs
and child welfare. Overall, the majority reportéatt they had eleven or more years of
social work experience (68.7%), a recognised sowiadk qualification (62.5%), a
gualification or training in supervision (62.5%)dasome experience as a supervisor
(68.7%).

Table 6.3, wherein the supervisees are listed bygenym in alphabetical order
shows that they had past experience of two or najrdour different types of

supervision (i.e. student placement, internal, reveieand peer supervision).
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Table 6.2 The supervisees’ professional backgrouad

Participant | Field of Years of social Recognised | Supervision Been a
practice work experience | social work | training or supervisor
gualification | qualification
Abbey Health 11-15 Yes Certificate Yes
Felicity Health 11-15 Yes Workshop/ short No
course
Hannah Health Not Stated Yes Certificate Yes
Harvey Health 16-20 Yes Certificate Yes
Rima Health 16-20 No Certificate Yes
Tamara Health 21-25 Yes Certificate Yes
Barney NGO 1-5 Yes None No
Joan NGO 11-15 No None No
Keisha NGO 21-25 Yes Not stated Yes
Mandy NGO 6-10 No Workshop/ short Yes
course
Sally NGO 16-20 No Workshop/ short Yes
course
Belinda Child 1-5 Yes None No
Welfare
Cara Child Not Stated Yes Certificate Yes
Welfare
Keri Child 11-15 No Workshop/ short Yes
Welfare course
Odette Child > 25 Not Stated Not stated No
Welfare
Carolyn Government >25 Yes None Yes
agency

Table 6.3 The supervisees’ past experiences of ssion types

Participant

Student
placement

Internal
(management
and practice)

Peer

External

Abbey
Barney
Belinda
Cara
Carolyn
Felicity
Hannah
Harvey
Joan
Keisha
Keri
Mandy
Odette
Rima
Sally
Tamara
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Student placement supervision experiences
As a group, the supervisees’ experiences of stuglmtement supervision involved
being inducted into the supervision process, haemme to it with a limited practical
understanding and being unsure about it. They aks@ socialised into supervision to
the extent that they construed their experiencdseasy those of supervision and were
able to evaluate it accordingly. From their plaeetmexperiences, they learned what
supervision was, its purpose and function, and howmake use of it. For most,
supervision was where they: reflected on practieeeloped skills and knowledge; and
integrated theory and practice within a profesdi@taountability and safety forum, in
which they had permission to express, explore, gmderstanding and learn. Joan
illustrated this when she said that her placemepevision was:

About me as a person in my work practice... [and] wa®ry safe place to take

issues...a place where | could grow as a profesdiooould be challenged on

...some of my work practices. | could be challengeahd motivated enough to go
out and bloody well put that [the practices] right.

Internal, peer and external supervision experiences

Those whose initial experiences were internal wiardg supervision indicated that this
provided them with instruction, support and guidaas they learned to become social
workers and supervisees. The success of their \@amer by and large relied on the
supervisor’'s leadership and facilitation of the ewgsion process. This theme was also
apparent among the supervisees who had placempeatv&ion experiences prior to
internal supervision. According to this group, thexperiences were mainly concerned
with casework practice and being socialised int® dhganisation. Barney typified the
casework focus when he described how he would ttakdiles of cases where he was
not sure what to do next and he and his superwsaid then discuss these and work

on solutions, while Felicity illustrated how she svaocialised into the organisation
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when she said her supervision met her needs instevm“earning about the
organisatiori and being tlear about...the expectations ...and [her] jobategion.”

However, the supervisees’ ongoing experiences t&rmal supervision were
mixed, with the participants’ perspectives reflegtitheir views about the level of
support and assistance they received from theirersigors. For example, Joan
described how she was lucky to have been givempargisor who helped her learn and
develop, who supported her whilst also challendiegpractice and perceptions, which
resulted in Joan developing the ability and motorato challenge herself and develop
professionally. In contrast, Mandy felt thathé quality of the guidance...around
practical stuff she received from one supervisor was unhelphd provided her with
little support, to the extent that she hadHuge reaction to the supervisor... [and was]
grumpy about those aspects..

The supervisees who had experience of peer sgpmETvalso reported variable
experiences which again appeared to be linkedeal#dgree of support and assistance
their supervisors provided. In addition, their esipnces ranged from those that were
clinically focused (e.g. Harvey who described hosvwas helped to reflect upon his
“personal style, personality... patterns of interactand [to] make links between the
clinical and person... and the ta8ksto those that were concerned with personal
support. Among the latter, Barney noted how hisesuipion at a particular time was
focused on personal survival strategies withinfficdit environment, and stated that:

We didn’t tend to look at clients so much. He [gheervisor] sort of pretty much
agreed that | knew what | was doing... [We] talkedemabout things like ...the
service divisions that had arisen ... | was [also}tigpg harassed a lot [by the
nursing staff] ...And | had to work the stress leare all that, and they

transferred me to [another area]... a lot of the timehat supervision, all I'd do
is strategies or ways of getting through.
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All of the supervisees who had experience of extesapervision referred to it
positively. They described it as being focused lugirtdevelopment as a practitioner,
and that they felt freer to communicate openly beeahere were no collegial and line-
management accountability relationships presenheihllustrated these aspects when
noting that she had a greater ability to look as&k in terms of what she was doing in
both practice and her workplace relationships beeaxternal supervision allowed her
“to explore relationship dynamics more, knowing tt@leagues aren’t seeing the same
person or the problem isn’t with the managekbbey’s experience, like that of other
participants appeared to resonate with Itzhakyd®12 finding of a preference amongst
supervisees for external supervision because tharervisors: a) provided more
constructive criticism; and b) exhibited greatethawity (derived from professional
expertise rather than from their role in the orgational hierarchy).

Overall, the participants’ backgrounds and sups@mi experiences show that, as
a group, they were not only representative of stipees with an extensive social work
supervision background, but also credible partitipawvith wide-ranging experience

upon which to base their perspectives on sociakwapervision.

Supervisees’ constructions of supervision

In this part of the chapter, the supervisees’ gantibns of supervision are discussed in
three sections; first, their definitions; secorttkit current arrangements; and third, the

stages, content and process of their supervisesi@ss.

Definitions

The supervisees’ definitions, although differing imdividual emphasis, constructed

supervision in terms of objectives, features astirtitions.
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Objectives

Three objectives were identified: a) safe, accduatand better practice; b) ongoing
learning and development; and c) the monitoring madéhtenance of practitioner well-

being.

Safe, accountable and better practice

Most supervisees identified this objective and ¢atkd that supervision contributed to
safe practice (with clients, for themselves anddme cases within their organisations),
by providing accountability as well as inspiringth to better their social work practice.
Barney and Sally, for example, described safetgeineral terms. Barney reported that
supervision was tortiake sure you're sdfdy raising your awareness ofvhat you're
doing’ in practice as well as checking and maintainingury competence as a
practitioner, while Sally simply described supeissas ‘ensuring that ...practice is
safé. In comparison, Felicity linked safety with accaability when she said that she
used supervision:

To look at aspects of my social work practice it of my accountability and

safety to the client and myself, [and]...making sheg I'm not off track or unsafe
in my practice ...

For Belinda, maintaining safety within her field mfactice through supervision was an
absolute necessity:

In statutory social work, child protection sociabxk, [there] absolutely... has to

be that case management ... and ... safety ... runninggih and making the

bigger decisions... and ... there needs to be an aleaiea directive process
through there. Just for your own personal safetgi[the] kids’ safety.

Rima also mentioned that supervision was a vehlwd¢ assured safety for both her
professional practice and her organisatioBugervision ... is providing me with a
vehicle whereby the families | work for, myself ahe organisation | work for, can

have safety around my professional practice.
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Odette too emphasised the organisational accolityadspect, but balanced this
with the need to providetlie best possible deal for cliehtswhereas Tamara
commented on the professional accountability anditoong aspects of supervision in
relation to oneself and one’s work. Both Odette @adhara considered accountability

and the monitoring of practice to be part of tipeofessional safety.

Ongoing learning and development

This objective was concerned with the supervispesttice, professional and personal
learning and development in an ongoing and progresgy. As Cara put it:

Supervision for me is a development, it's developmef practice both
professionally and personally. It's my understamgdiof how social work
functions, [and how] a social worker functions imatever setting with a client
base. It's coming in from an education point ofwij a practice development
point of view, a management point of view. Itsoporating all of those and at
the same time it looks after the person.

Sally, Carolyn and Joan expressed a similar view.eikample, Sally said:
Supervision to me is a growing thing... ensuring thmtdeveloping my practice
all the time, which is my professional developmenhthink the whole thing about
supervision is there’s a development.
Rima, however, illustrated the ongoing and progvessature of the learning and
development objective when she said that supenuisio
Extends me, resources me, enables my ongoing thearideople ... talk about the
formal learning, well yes there’s these bits of @apand [then] there’s all the

learning that | have from all the families | workitv.. but there’s still more
learning, still more resourcing. Different wayslobking at things.

In essence, Rima’s point was that the learning degielopment that occurred

throughout her professional life through supervisicas cumulative and unending.

Monitoring and maintaining practitioner well-being

It was notable that this third objective was notntiened as frequently as the two

previous objectives, and when it was raised thesigees added that it was only one
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part of supervision. Abbey gave the fullest exptanma of this objective when she
referred to her understanding of the restoratig& tithin Brigid Proctor’s counselling
supervision model (see Inskipp and Proctor, 198B1&95):
| think there’s a bit about supervision which isoab ... am | okay, that kind of
restorative function... | don’t think it's only thabut | do think that's an
important piece... and ... I've had some really goolph fi®m supervision over
the years around workload management and time m&magt, just dealing with
painful things that might be happening to me that starting to affect my work,

or things in my work that are really affecting méehat are hard to manage. That
have an impact.

Supervision, in other words, helped Abbey monitod anaintain her well-being as a
practitioner through checking that she was ablentmage herself in regard to work
volume, time pressure, and the emotional presshetsaffected her at different times.
Felicity also described supervision as supportiag Well-being through rhonitoring
[her] personal needs... to some degree in termsreéstlevels and worklogdwhilst
Tamara emphasised the role which supervision hadealing with the practitioner’s
emotions when she said that part of supervision ‘hasically [a] debriefing time, a
place to unwind and dump and to check myself, [andle-stres$

Overall, the supervisee’s objectives aligned with fcompetency, accountable
practice, continuing professional development addcation and personal support”
objectives named within the ANZASW Supervision Bgh (1998, p.1) definition. This
alignment is not surprising, given that all of thepervisees were ANZASW members
and that Shepherd (2003) noted a high level of emess of the ANZASW policy
amongst her respondents, most of whom were alsobeenof the Association. That
said, the alignment appears to be indicative ofpilevalence of a professional practice
construction of social work supervision amongst $sipervisees. Such a construction
was evidenced by the focus of the superviseesttigs on their practice with clients,

their learning, development and well-being as jiagers, rather than the requirements
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of their organisations with regard to work managetrend compliance with policies
and procedures. Only Rima and Odette mentionedn@gional accountability and
linked it to safety in practice and for their orgaation, rather than as an obligation to

account to their employer for the work.

Features

Five interrelated features of supervision were fified within the participants’

definitions. These were: supervision was an agtiat place, a process, was reflective
and involved a relationship. The most prevalentuies were supervision as an activity
and place, whereas the view that supervision wameess that engaged in reflection

and involved a relationship was not widely reported

Activity
The construction of supervision as an activity {hich they did things or things
occurred) was apparent in most of the supervisgefitions, through the inclusion of
verbs such ast discush “make decisioris“be challenged “reflect and “review.
Abbey clearly enunciated that supervision was diviacwhen she said:
It's a focused activity... allowing me to reflect my practice and that might be
about my practice with clients. So what do | dal &ow do | do it and what's
motivating me to do this and not something else?It might be the nuts and
bolts. ....Otherwise | think it's looking very critically athat do we do in the

workplace and then using some of that critical ge# to think about ‘Is this safe
ethical practice’.

Belinda, on the other hand, while not specificafigming activity as a feature,
exemplified supervision as an activity through tise of verbs in her definition when
she said that supervision was:

Where you discuss issues that are impacting onwotk ... helping you to make

safe decisions and enhancing your practice by .atorg an environment where
you are reflective, and can be challenged in a troctve safe way
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Other examples of expressions indicating that sigpees’ perceived activity as a
feature of their supervision included: Felicity&sference to working’ and “looking to
exploré; and Keisha mentioning that youring [things]... tosomeone else who can

help you look at that in a helpfully critical way

Place

Place was described as both a physical and psygibalospace, designated and set
apart for supervision and in which the activitiesrtpining to supervision occurred.
Keisha, Tamara, Joan and Carolyn illustrated tlature when they referred to
supervision as a place to bring and take things.K&isha, supervision was“place
where you can bririglearning, problems, concerns and discuss themnara described
supervision asd place to unwind and dump and check myself, [d@ndfie-stress
while Joan asserted that supervision wayéry safe place to take isstes well as a
“place where [she] could grow as a professioh@larolyn also perceived supervision

to be ‘a place to grow and develop [as well as] to be sufgal and to be challengéd

Process, reflection and relationship

Process was identified as a feature within thre@qgaants’ definitions. Two of these,
Mandy and Odette, stressed that supervision watsva Way process in which the

supervisor and supervisee worked together, whéeksda linked process to direction,
and noted the need for the supervisor to directptiogess within the child protection
field in which she practiced. Reflection was aldentified within three definitions, with

the participants (Abbey, Barney and Belinda) emjsivag that supervision facilitated a
process of reflection as well as providing the apputy and environment for such
reflection to occur. Relationship was the leashidied feature and only mentioned in

general terms within two supervisees’ definitions.



Taken as a whole, the features of supervision ifileshtwithin the supervisees’
definitions appeared (with the exception of placegorrespond with the descriptions of
Kadushin and Harkness (2002), Kaiser (1997), Mun@@®2), O’'Donoghue (2003),
Shulman (1993, 1995) and Tsui, (2005) regardingesugion being an interactive
process that occurred within a professional retestigp. With regard to place as a
feature of supervision, Kadushin and Harkness (2p0246) emphasise the importance
of having a “separate place” for supervisory cosfees and identify “place” as part of
the structure of supervision together with “tinteles, limits, expectations, obligations
and objectives” (Kadushin and Harkness, 2002, p.11he prominence given to both
activity and place within the supervisees’ defons suggests that for them supervision

was something they did in a certain location orcepas part of their social work role.

Distinctions

There were two distinctions made within the suma®s’ definitions. These concerned
how supervision was different from counselling @odsultation.

The difference between counselling and supervisias clearly expressed by
Abbey and Sally. For Abbey, supervision wasotk focusetl and when it was
concerned with her well-being, it was concerneduahio in the present, whereas
counselling was personal and more concerned weletfects of the past. She added
that: “supervision might throw out an issue that | mighagn take to counselling if |
needed it Sally expressed a similar perspective when simneented that supervision
could provide guidance, help and advice when pels@sues wereirhpacting on
...practice” but when the issues were purefyetsonal | would expect to be channelled
to deal with those outside of wark

Tamara and Mandy gave examples of the distinctiemvéen supervision and

consultation. In doing so, they highlighted thefefénce between the two in terms of
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formality and focus. According to Tamara, supeonswas ‘a more formal type of
arrangemeritthan consultation and involved a specific relagibip with a supervisor,
whereas consultation involved usingebple on a one-off basis to consult with about
certain issues Mandy described consultation as being concemathi obtaining
advice and ideas about specific pieces of work redesupervision was:

...more [of] a two way process, and much more anagapbn of how things

come to be issues ...what impact you might have d@sdaidual upon one of

those issues and whether they’re even issues at al

The construction of distinctions between supervisiad other helping activities
(such as counselling, therapy and consultationadsnowledged in the supervision
literature, with the difference between counsellargl therapy and supervision being
clearly recognised and acknowledged both withinisdowork and across the other
helping professions (e.g. counselling, psychology psychotherapy) (see: Bernard and
Goodyear, 2004; Kadushin and Harkness, 2002; Muyng2@02; Tsui, 2005).
Differences between supervision and consultatiore ieen identified as pertaining to
the construction of the relationship, authority aadcountability with supervision
involving a formal ongoing relationship in whichtharity is vested in the supervisor,
who in turn is held accountable for the supervispegctice. Consultation, on the other
hand, is constructed as an informal, ad hoc relatipp with authority vested in the
consultee with regard to decision-making and actwhile the consultant is only
accountable for their consultation and not the alies’s practice (Barretta-Herman,
2001; Bogo and McKnight, 2005; Kadushin, 1977; Mams2002).
Overall, supervision was defined as an activity ptate in which objectives

concerned with the supervisees’ practice, developraad well-being were explored,
reflected upon and processed within a relationstifich some construed as clearly

distinct from counselling and consultation in terro§ it's work focus, formal
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relationship, authority and accountability. Not @isingly, across the supervisees’
definitions there was an alignment with the deimtfound in the ANZASWPolicy
Statement on SupervisigANZASW, 1998) and the supervisees’ viewpointdeeted a

professional rather than an organisational stamdpoi

Arrangements at time of interview

The arrangements the supervisees were involvedt ithea time of their interview
revealed a variety of types of supervision, witlifedent types of supervisors and

differing degrees of frequency for meetings or igess

Types of supervision

Four types of supervision arrangements- interneiraal, mixed and distance- were
apparent. Internal supervision arrangements werenibst common and reported by 14
supervisees, seven of whom had only this type @ngement. Amongst these seven,
there were two differing forms of internal supeiwrs The first of these, reported by
Barney, Belinda, Cara and Sally, was the traditioagangement in which the
management and clinical functions were combinedri,Ken placement when
interviewed, reported that her student supervisjsilst having a focus on her
learning) was also delivered within this traditibmarangement. Felicity and Harvey,
both of whom worked in the health field, reportee tother kind of internal
arrangement. Described as involving a split betwd#en management and clinical
functions, their management supervision was pral/ldea team leader (not necessarily
a social worker) and the clinical supervision t@tkce with a social work colleague.
External supervision arrangements were the next cawamon type. Reported
by nine supervisees, such arrangements were dedaib involving a supervisor who

was not an employee of the supervisee’s agencywamiled on contract to provide

14C



supervision as a service. In most cases the sge@wvreported that external supervision
involved them physically going out of their agertoyanother location, usually their
supervisor’'s office. Of the nine supervisees comedy only two (Hannah and Joan)
reported external supervision as their only typesaopervision. In Hannah's case,
supervision occurred through two different arrangets; one that was field of practice
specific (provided without charge), and the otheaiqd for by her agency) that was
clinical and interactionally focused with a privgtectitioner in a nearby town. Joan, on
the other hand, reported a sole external arrangemvaich was paid for by her agency.
A mixed arrangement involving both internal andeemal supervision was the
third type. For Carolyn, Keisha and Mandy, thisalved management supervision that
was provided internally with clinical or professarsupervision provided externally.
Distance supervision, the fourth type of arrangaineas identified by Abbey,

Hannah, Keri and Odette. These participants coedtrdistance supervision as a
different arrangement, because of the consequehe#sg at a distance from their
supervisor had on their access to supervision lagich personally (e.g. hours travelling
to and from supervision). This was despite thepesuision being a form of either
external or internal supervision. For Abbey and h#dn distance supervision meant that
they had to travel to see their external supersiseho lived in other locations. In
Abbey’s case this involved a number of hours ofdtdor a two hour monthly session.
According to Abbey, the long drive was beneficial:

Because I'm driving a long way, I'm getting well nweed up and well focussed

into whatever I'm doing. I'm not distracted becauscome from work. Well |

often have come from work, but | mean there’s meg@ood gap between work

and supervision, so I've got myself cleared andxetl and dealt to my needs and
then gone and done what | need to do.

For Keri and Odette the distance arrangement wasobnnternal supervision due to

their supervisor being based in another city. Adog to Keri, the effect of the distance
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was that supervision meetings could be organisedgalde other trips provided they
had “enough time.” Despite working in the same organisation, howev@dette
reported a completely different arrangement, whiclolved a mix of telephone and
face to face meetings:
My supervisor lives in another city... [and she] ceno@ once a month for three
days, so we have a face to face supervision withahe then weekly phone
contact.

Overall, the supervision types and configuratioaported revealed that the
arrangements for supervision were not uniform, ahdt even within internal
supervision, the most common arrangement, there avadifference between the
traditional and split function forms. Notably, fanost of the supervisees their
management and clinical professional supervisiasieas took place separately and
had different supervisors. These results cleaiynalith the theme of a move away
from the traditional line-management supervisiordeidowards a more mixed delivery
through the use of peer and external supervisienmtified from the Aotearoa New
Zealand literature (see Chapter 2), and also feftee diversity of supervision
arrangements identified across fields of practi¢inv Aotearoa New Zealand (Bell
and Thorpe, 2004; Cooper, 2006; Field, 2008; Hi2&)1; O’Donoghue, 1999). In
addition, the results align with the survey findithgt the supervisees participated in a

range of supervision forms.

Kinds of supervisors

Three different kinds of supervisors were identifieamely, line managers, peers and
specialists. Sally, for example, said'nf supervised ... by my manager who does a
combination of my practice supervision and managgrmsapervisiori. Carolyn also
had a line manager supervisor, but in her case peisson provided internal

administrative supervision only. Peer supervisoereweither colleagues employed
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within the same agency, or peers who were exteunagrvisors. Harvey described his
peer supervisor as a colleague who workedtle field or a similar team [and was]
also a social worket while Joan depicted her external supervisor as simpbea who
provided ‘peer supervisich The third kind of supervisor, illustrated by Bé&y and
Tamara, was an external clinical specialist whothiered their development as
practitioners. In Abbey’s case the supervisor wasp$ychodramatistwho helped
develop her fole worK, whereas for Tamara the specialistds a counselldrwho
helped ‘build [up her] clinical skills” To sum up, the three kinds of supervisors
identified reinforced the picture of diverse supgon arrangements and reflected the

types of supervision discussed in the previous@ect

Frequency
All of the supervisees reported having formal sug@@n arrangements that involved
prearranged sessions and meetings, the frequeneyhich varied on a continuum
ranging from when required, through regular meetiag) short intervals to beyond
monthly sessions. Sally provided an example of‘theen requiret] frequency which
she related to her need to consult concerning ssghat arose. For Sally this
arrangement occurred within the context of apen door policyin her agency which
she used when:
It's something that I've got to do before the salled supervision session, and it
has implications for the welfare of the child orettorganisation, or our
relationship with [the funding agency]...

Turning to specific contact frequencies, a thirdtled participants had weekly
internal supervision sessions ranging from 1 to Adhrs in duration. Some had
fortnightly meetings for their internal supervisiand/or external clinical supervision.
Only Harvey reported a three-weekly frequency, Whiwas for his peer clinical

supervision, whereas about half of the participlats a monthly frequency for external
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supervision, and a couple reported a session freguef either five or six weeks. The
various contact frequencies reported by the supees roughly mirror those reported
by the postal survey respondents (Chapter 5). Qyvefse frequency of internal
supervision was greater than that of external sigien, and the arrangements reported
revealed a plurality of types, kinds of supervisargl frequency of meetings. It was
generally a formal arrangement, supplemented atestimvith open door case

consultations.

Descriptions of supervision sessions

The supervisees’ supervision sessions are desciibtds section and include: a) the

stages and phases; and b) the content and prdcagsenvision sessions.

Stages and phases

During their interview, each participant was askeddiscuss and review a recent
supervision session. From this discussion, fivecifigestages were identified which
concerned: a) the preparation; b) the start; cptaening; d) working; and e) the end of
sessions. Table 6.4 provides a summary of thegestnd their associated phases.

Table 6.4 The stages and phases of the supervisessssions

Stage Phase
Preparation Continual consideration
Session preparation

Start Social engagement
Orientation
Planning Agenda setting

Prioritisation

Working Telling the story or presenting an item
Interactively processing

Ending Summary and review
The practicalities of the next session
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Preparation for supervision

Generally, before the session, the supervisees marely concerned with what they
would be taking to the session. For some of thaswtlas a continual consideration that
was refined as part of the immediate preparatiorafsession, whereas others indicated

that their preparation was influenced by the et timing of a session.

Continual consideration

Some participants considered their supervision gmamn on an ongoing basis. Joan,

for example, often thought about what she wantetbke to a meeting and put her

agenda togetheroVer the weelkor] month” beforehand. Others made notes between
sessions of the things that they were consideraiking. For Abbey, this involved

making notes in her diary, a process she descabddllows:

While I'm working away over the month, | might jastk a client’s initials by the
supervision time, and hope that | can remember whatand | ... figure that if |
can't remember what it was, then the issue’s gomaya.. [or] I've managed to
deal with it and if | can [remember it], it mightell be something that would be
good to take.

Cara used a similar process:
As the week’s going on and something springs ta raimd | think ‘I'm not quite
sure about that' ...I'll just flick over [the diarylo the day of supervision and

write it in there. So by the time | ... get to they,dl've actually got a small
agenda of my own.

Sally also kept & running record of things that arose between sessions in heydiar
commenting that she weighed each matter to determimether or not she needed to

consult her supervisor before the session (i.en aper) or whether it could wait.

Session preparation

Most supervisees prepared for their supervisiorsises. The types of preparation
included the development of a list or an agend&imganotes, reflecting upon self and

or situations, or (on the way to supervision) srtbut what they would present.
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Some participants took the time to develop eithkst of items for discussion or
an agenda. In Abbey, Cara and Sally’s cases, listsrwere developed from the notes
made in their diaries between sessions. Abbey geavia detailed explanation of the
process she used to refine her list:

A few days beforehand | start getting a bit morénesl about [diary notes such
as] ‘I definitely want to be taking this client’ dive got this issue bubbling away
with a colleague or that seems to be affecting mskw It's personal but | really
do think | need to be looking at [it] and [it] ismiportant.” So to a degree it
depends on the acuity [of the issue]. If it's sthitgy that’s really big in acuity
it'll get taken there. No matter what it is. Butry and think about what's the

balance here as well. So it wouldn’t be unusuahfie to take maybe a situation
with a client and a situation with a supervisee.

Barney decided what he took by weighing up whettheas appropriate and/or fair, and
by checking that he wa$eing ...impartidl and considerate of what was happening in
“the organisation, his role and ... [his] workergle.” Odette, however, included on
her list “any cases that are contentious or [which she] nedffto check with the
person higher upy She explained that the list wagof [her] protection...to give
information and ...covering [herself] and the orgsation” A few participants prepared
by making and taking notes concerning matters wieped to discuss in order to keep
themselves focused and to remember what they wdatdiscuss in the session. Two
supervisees, Belinda and Mandy, spoke about tespective processes of reflective
preparation. In Belinda’s case, this involved hgvia break before a supervision
meeting in which she reviewed what was on her naind her goals for the session, a
process she likened t@ding with an argument [and] pleading [her] ca%d-inally,
Mandy's preparation involved asking herselitfat's on top? She then assessed her
stress level with the answer to the previous goesind this determined what she took
to supervision.

Amongst the three supervisees (Keisha, CarolynFaiidity) who prepared on

their way to supervision, there was a theme ofirigetime pressured, as well as a
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dilemma to be resolved between the demands of ¢heit work and the importance of
supervision. The result, as Felicity put it, wa$ha or mis$ preparation process, due to

the need to rush to supervision and formulate othe/aghts on the way.

The start of the session

Social engagement and orientation phases were exgpar the start of the sessions.
Some participants also commented on the time takeransition from one phase into
the next, as well as challenges they experiencddregard to keeping their sessions on

track.

Social engagement phase
Most supervisees started a session with a briefersation, in which they exchanged
greetings and caught up with their supervisors. Garolyn this involved alongi'*°
followed by a fittle bit of a catch up Among the other participants there was a brief
catch up concerning what had been happening fon giece the previous session and a
settling in process which involved attending toithieasic hospitality needs. Joan
illustrated this phase when she described how site heer supervisor settled into
supervision:
He makes me a cup of coffee. | have a smoke. sWéadlysit on the doorstep and
have a smoke first. Luckily he’'s a smoker so hekesmiwith me. And then he’ll

say ‘Jug’s brewed.” And we’ll go into his officecahusually ... sit there for a bit.
Sometimes there’s silence for a while, which is.fin

The amount of time taken at the start of the sessi®@ngage and get orientated ranged
from a few minutes tothe first 15-20 minutésin Belinda’s case. Some participants

commented about the transition from this socialveosation to the next phase where

10 A Maori greeting involving the pressing of nosegether and exchange of breath.



they became orientated and focused. This transitiamly occurred as a seamless
process, whereby a decision was made that therédma enough of a catch up and it

was time to focus on supervision.

Orientation phase
The orientation phase involved checking-in and &mg. The check-in involved the
supervisee being asked6w are you? or alternatively, they reported on their situatio

to the supervisor. Rima described this process as:

Acknowledging ... somebody’s tired or stressed dkit@psick or things like that.
So it will be an acknowledgement of ‘I don’t féel kll here today’. But ... we're
still okay about doing it anyway ... There will céntsg be that knowledge of
interaction between us, and whether it’s full ommasked or something.

The extent to which Sally engaged in checking-irriedh depending upon her
willingness to be honest or not. She elaboratethisras follows:

Sometimes it's very easy to say ‘I'm fine’ when kaow that you're not fine.
Sometimes that's because the issues are not acttedévant to the supervisor.
They may be things that are happening around mylyfam which aren’t actually
relevant and | don't think are impacting on my sboivork practice... Other
times... it's because what is bugging me has grdavaace to what we are going
to be discussing and I'll say ‘Well you'll soondimut when we talk about such
and such ...

Sally added that regardless of her response, tha&sea discussion concerning it, which
then led into the specific supervision discussion:
We have a discussion around whatever my resporsééen and well she [the
supervisor] knows what sort of mood I'm in by mgpense... sometimes you'll
sort of bridge that gap between ‘How are you?’ dnwav I'm feeling her response
is, with some extraneous agency stuff if you Iach often unites us, and then
we move onto supervision.
The other supervisees indicated that the checkisnudsion also led them toward
focusing on what they had taken to supervision.g&aly, the focusing phase began

with either the supervisor asking the supervisé#dt have you gbwor “What is on

top’ or the supervisee declaring what they had forculsion and in some cases
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presenting an overview of the items on their li§his was then followed by a

conversation about what they might focus on inst&sion.

In contrast to the above, Cara and Felicity desdrilthe challenges they
experienced trying to bring their supervision iftaus. These challenges were related
to boundary blurring by their supervisors who talkebout their own concerns. Cara

described a proverbial tug of war in which her sugger would:

Just go off on this little tangent and ... I'll keeyp trying to bring it back on track
to what my agenda is, to what my items are. | imig a bit of an answer and
then she’ll just go off on another little tangenaind sometimes ... this can go on
for an hour and a half. Sometimes | won't eventlgetugh what I've brought ...
and that's why | say ‘Hang on, who’s the supervisBecause ... my supervisor
brings out her own issues and what's going on far h

Felicity reported a similar situation, but one cdicgied by friendship with her
supervisor:
It's difficult when you are in the position wherewwve got peer supervision and
those boundaries probably aren’t there because..y wfeould be...Often I'm
being supportive to my supervisor, which is fineoaé level, but... and she’ll
come back and say ‘Oh this is about your timel. plit that out now.” But, it does

... take away from my ability to ... destress a Iliteto get into a position where
| can actually gain something.

Both Cara and Felicity indicated that to some exteay were disorientated rather than
orientated towards their supervision, with theiand seemingly frustrated. That said,
this was in contrast to most supervisees who regdftat they would move on to the

next phase and plan what they would do.

Planning

The planning phase involved establishing the ageamth then setting the order of
priority. The establishment of the agenda involtieglidentification of items or areas of
discussion with both parties sharing their respedists of items. Keri provided a clear

description of the process:



| say what | want to cover in the supervision sgs®nd she [the supervisor]
may have some things that she wants to discuseksand then there’s some
discussion about the most important things

Setting an order of priority was described as beitiger a decision or choice made by
the supervisee or a joint process with the supervi& number of considerations were
reported among the supervisees regarding thisaadkincluded identifying: the most
important item(s); the worst or most difficult iteprwhat the supervisee wants; what is
most significant to them; what is routine; and wtia supervisor wants to check out
from the previous session. Abbey’s priorities, égample, were the most important and
the worst or most difficult items, because sherdittwant to leave supervision feeling
vulnerable or with unfinished business:
| would tend to choose the one that | thought wastrimportant to get through
and sometimes | might choose it on the basis @nltdvant the worst or most
difficult thing to come last. Because I've had awetwo times where I've left
something till the end and | haven't been consciotist, that's been really
difficult, and walked to the car thinking ‘Oh Gddnade a mess of that.” | mean |
don’t want to be walking out the door feeling liket. So I've tried to get a bit
conscious in terms of ... if I'm bringing somethitrging to get the difficult stuff
done earlier rather than later ... Difficult meanifigems] that might make me

feel a bit vulnerable...l want to walk out the doeeling ready to go, like | know
that I'm a reasonable practitioner.

Mandy explained how her wishes and her determinatiowhat was most significant
set the order of priority. According to Mandy, harpervisor would dsk ... where |
want to start and what felt the most significantdane’d start with that normally
Indeed, for most of the supervisees the contethiaif items and their perceptions were
the main considerations in the prioritisation pss;ewith the supervisors agreeing with
their supervisees’ priorities. In contrast, SallgdaOdette described how, having

outlined their list, they just worked through it.
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Working

There were two parts to this phase, wherein thécgaants worked through the items
on their agenda: the first part involved telling tstory or presenting the item; and the
second part involved the interactive processingvéen the supervisee and their

supervisor.

Telling the story or presenting the item

Most participants reported that they would begindoglining the issue or item. For
example, Keisha would:

Start talking about the situation that they’re [tbigent family is] in with that issue
and ...relating it to that particular child in termsf the information gathered
about their particular situation...

Rima also began by outlining basic information and:

... started with the practicalities of ... this is faenily, this is the genogram, this
is the medical model, this is the needs in the aamity) these are the issues. This
is where we’ve put the boundaries in as workerthab | can work ethically here,
and some of my colleagues that I'm working withd @o we’re looking at
absolute layers and stratas.

Mandy, on the other hand, described how she woatdtlle issue out, whilst being
mindful that her supervisor was trying to underdtén
Because I'm really familiar with the counsellinglagonship, I'm pretty good
about being able to monitor myself. So | can startell a story and know that
he’s going to want to interject at some point ok asquestion... But generally he
doesn’t say a whole lot until | feel I've got thery [out] and it often feels like the

story is quite complex and complicated, so he pobbgets the sense that | will
just get it out.

Among the other participants, Abbey told the stwryrder to ‘get it more refined
while Sally provided thformation ... with a view to further discussion and what our
next step might be [and] whether we've coveredydtierg we needed to coveOn the
whole, the above examples were representative efstipervisees’ experiences and

show that in telling the story most of them wouiglega report on the selected item
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(either casework or a specific issue) with a vieaekploring it and their supervisor

obtaining an understanding of it.

Interactive processing

In most cases, interactive processing occurredugirodiscussions in which the
supervisors helped supervisees to organise and ssgige of an issue, explore it, think
about alternatives, and make decisions. For examp&olyn described how her
supervisor helped her to organise and make sentbe dem she presented by bringing
things together and putting them back to heometimes, visually... like putting little
packages...in my head...in the right contairferéor Mandy, the processing of her
story normally involved:

... an affirming response ...[such as] this is a sdas#sue to report, or this is ...

real in the first instance and he [the supervisordy also ... ask some questions

about me personally in it ... in terms of my respandeelings about it. Depends

on the issue, and he will normally attempt to gettm make a plan about what

I’'m going to do.
The questioning of the supervisee’'s presented tBtuasometimes involved the
supervisee being challenged with regard to thectiens or thinking and having to
defend their viewpoint. In addition, some superes would also elicit feedback and
ideas from their supervisor. On the whole, mostcaid that the process was one of
exploring the item they presented from differenglas and then working through to an
agreed understanding and action plan.

In contrast to the discursive interactive procdsscribed above, Abbey used
enactment and mapping and spoke about the useeshpty chair technique to help her
express feelings and develop a new form of resp@tse described this as:

Much more [of an] internal process, rather than tthenking ...and ... some of
what | might be doing is just expressing some offmmstration or stuckness or
trying ... to get at what's going on and then getthno alternative response

going. So I'm probably less consciously awaret,obut ... unconsciously more
things are emerging.
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Abbey added that empty chair role enactments peaval degree ofcatharsis as well
as facilitating the emergence of a new role andreroway of relating to the client.
The mapping example Abbey outlined involved drawfgmap out of [the] work
system, or a client’s social systeand then exploring her (Abbey’s) perceptions about
the placement of people within the system, suclwlasther they are on the inside or
outside. According to Abbey, mapping involved anwbre strategising in terms of the
tactics she would use when working with eitheriantlor work-based system, whereas
the role enactments were more concerned with chgnber internal experience,
feelings and interaction with the client.

All of the supervisees indicated that once theg peocessed an issue or item
that they would move on to the next item, and thatend of the interactive processing
phase would be reached either when it was clo$mighing time or they had worked

through all items on the agenda.

End of session

The end of the session consisted of two parts:fitisé involved summarising and
reviewing what had occurred during the session|eathie second concerned sorting out
the practicalities related to future sessions.

For most participants, the process of summarisimgraviewing the session was
a sign that the session was winding up. This gdlgeravolved reflecting upon what
had transpired in the session and identifying whed been achieved. For example,
Carolyn said this occurred when her supervisor delp her bring all the balls down
out of the ait by summarising and commenting on what they hademd and
achieved. For Harvey, it was when his supervisdarified [and] summarisedany
problems, checked that he hdvhat [he] needed and asked him for feedback, whilst

for Mandy it included a review of any action plans.
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The sessions concluded with the setting of a tionetfe next session. Carolyn
illustrated this, and the subsequent transitionobtihe session, as follows:
We talk about next time and when do | want to cagan. What do | need in the

meantime? Then what | often do is slip into a Ilew’s your grandchild?’ kind
of conversation... that kind of breaking away.

In contrast to the other supervisees, Belinda de=trhow her sessions came to a
sudden stop, with no winding down or obvious sighfinishing apart from a switch to
a question like: What are you doing for the weekend or what have gou on
tomorrow” Belinda suggested that this sudden stop maddeed that she rieed[ed]
some time to colletherself and, depending upon when the sessioshad, she would
either go to the mall and [have] lunch with a friend or..][if the afternoon ...go home
afterwards”

To conclude, the supervisees’ supervision sessi@re constructed according
to specific stages, each stage of which consistguticular phases. These stages and
phases showed an alignment with those identifiedhbypostal survey respondents as
well as reflecting those reported within the susown literature (see Kadushin and

Harkness, 2002; O’'Donoghue, 1999, 2003; Rich, 1$®@iman, 1993; Tsui, 2005).

Content and process of sessions

The content of the participants’ sessions consistedient work, workplace matters,
the supervisees’ issues and the supervision thewdaed to others, whereas the process

involved discussion and problem solving.

Content

The supervisees’ work with clients was the mostdently identified content topic.
Client work concerned client issues, client safahd risk, and case management,

casework and complex cases.
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Workplace matters, the second most frequent typecaitent identified,
included: issues and relationships with colleagaes management; team issues, such
as workload allocations; organisational cultureskrimanagement; and policy and
procedural matters, including annual leave andoperdnce appraisals. Notably, matters
such as team issues, risk management and policeguoal matters were present within
internal line management supervision, whereas $sand relationships with colleagues
and management as well as those pertaining to isag&mal culture were found in
either external or peer supervision.

Issues personal to the supervisees, the third mastmon type of content
reported, included: professional development; pekassues affecting their work;
support needs, such as ventilating moans and e#redsbriefing; and time and self-
management matters. This personal content was ynaiesent in the supervisees’ peer
or external supervision. For the four superviseke were also supervisors, the content
of their sessions included the supervision thewipiexl to others and covered issues
they had with their supervisees, advocacy on bedfdtieir team, and their practice as a
supervisor.

Generally, the content of the participants’ sessi@mver time and at any given
time, consisted of more than one of the above tyfbbey, for example, stated that in
the “supervision session that I've described | took ¢htténgs ... a supervisee, a client,
and a personal issue that was starting to affectwoyk” In addition, particular types
of content appeared to be specific to certain tygfesupervision. Operational matters,
for example, were reserved for management supervisiwhereas relational and
personal matters, particularly those concerned wvathsupervisee's feelings and
perceptions, were discussed in peer and exterpargsion. Mandy, who participated

in four types of supervision, illustrated the asatien of particular content with specific
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types of supervision when she said thatdividual clients... and the families that |
worked with ... would go to internal supervisioas well as how things are in the
team, ... case load for example, or general agersness or workload allocatiotisShe
described the content of her monthly external sugen, to which she would only
“very occasionally take client [mattefshs concerning:
Agency issues... relationship[s] within the agencytarms of my relationship
with other workers and primarily with managementatis about ... what | can

do to affect change within the agency. It's abowt personal stuff that might
impact on my professional role.

The other two types of supervision she participatedoncerned her group work and
family therapy practice. Group work supervision wrted on a monthly basis, and
involved Mandy and her co-facilitator meeting witin external supervisor and
reviewing what occurred in the group together wiikir practice as group workers.
Family therapy supervision also occurred on a mgriiasis and involved a meeting of
the group of people who did family therapy workhiit her agency with some of them
presenting a family they were working with in orderproblem solve and gain ideas
about how to practice more effectively. Despite ¢oatent of group work and family
therapy supervision being specific to each fornprafctice, the timing of sessions also
influenced which type of content Mandy took to taarious sessions:
| think that if an issue had come up in group feample, if you had a really
difficult group, and | happened to have individsapervision the next day, then |
would probably take it [there]. Whereas, if | hadnad [that], and | had group
supervision, it would have gone there. And if | kbadifficult family session, and |
happened to have family therapy supervision the day, likewise it would go
there.
Generally, the content of the supervisees’ sessibespite sometimes being located in
various types of sessions, aligned with that regabih the postal survey. It was also

reflective of the content areas identified by Kadnsand Harkness (2002, p.136);

namely, that of “people, place, process, persoanélproblem.”
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Process

Discussion and problem solving were the main preeeghat occurred within the
supervision sessions. Most participants describeel discussion process as an
interactive one that was conversational, enquiand exploratory. Rima, for example,
likened the discussion process to a dance:

... that would be woven and ... it would interchangeometimes the one asking

the questions would lead, and sometimes the responosld lead... | ...see it as
a changing dance but of equal input...

Hannah described how the discussion process diffeetween her two supervisors,
with one of these processes being structured, floemd professional, and the other
being chatty and informal. Odette, Sally and Tanadsa illustrated the variation in the
type of discussions; Odette describing hersvasy‘ business likRe whilst Sally’s was
“strength-basédand Tamara’s wasclinical” in terms of its focus on her practice and
use of a counselling style.

The problem solving process engaged in was alseractive and included:
exploration, reflection, understanding and actidenping that was facilitated by the
supervisor listening, questioning, challenging awmhmarising. Carolyn depicted a
sorting, synthesising, making sense process, whdreb matters raised were worked
through to the point where they were put inpm¢ckages in [her] heddthen brought
together with her supervisor helping byighten[ing] it all ug’ through listening,
challenging and summarising. Harvey described dfyilag process in which he talked
through issues in anexploratory kind of reflecting ...wondering way dbgh to the
point of recognising the pattern and dealing with i

Only Sally and Abbey named a patrticular theoreti@bpective as guiding their
process. Sally used a realistic strength-basedpeetise iwith a huge reality check

[whereby] we don't ever forget the weaknesses astdanknowledge that they exist
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And Abbey used a psychodrama perspective in whiciat®ns were brought into the
present through role enactments and social mapping.

The identification by the participants of discussand problem solving as the
two main processes that occurred, reflects theaba@rk supervision literature, which
describes supervision sessions as mirroring thalseork interviewing process (see:
Kadushin and Harkness, 2002; O’'Donoghue, 1999, ;2868Iman, 1993, 2005; Tsui,
2005). In addition, the supervisees’ constructibthe session process as one consisting
of interactive discussion and problem solving addigns with their construction of
activity as a main feature in their definitions sdipervision, wherein they actively

processed or worked on the things they had brotogsuipervision.

Contextual and personal factors

This part of the chapter explores how the partitigaexperiences of contextual and
personal factors influenced their perceptions efrteupervision. The contextual factors
of the social services climate and organisatiotrakctures are discussed, as well as the

supervisees’ views concerning their personal sugiervrelationships and identity.

Social services climate

A number of supervisees commented about the seeigices climate and the affect on
their supervision of factors such as budgetary traimgs, the ability to choose one’s
supervisor, time pressure and the nature of sael practice.

Felicity provided an example of the affect of betdgy constraints which she
identified as the reason why her organisation detitb have supervision provided
internally, rather than fund external provision.cAoding to Felicity, this decision
resulted in difficulties, in terms of choice of smpisor and the management of

boundaries, to the extent that her supervision tvag working that welf
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Other supervisees identified the ability to choose’s supervisor as a factor
affecting their supervision. Among those who webéedo choose there was a greater
sense of ownership, commitment and optimism. Carolgr example, described the
ability to choose her supervisor as beiegipowering whilst Rima said that itrheans
everything’ She elaborated, saying that:

Because I've chosen my supervisor, | won't be telonly in-house supervision.
I’'m creative about that. I've chosen my supervigorextend and challenge me
the way | believe I'm ready for now.

Abbey also commented on the significance of chapkir supervisor:

| have had to really fight to get this ...supervisorBecause | wanted...
supervision... that was more likely to be considetimgking, feeling, action,
aspects of a person’s experience, of their sociatesn, [and] of my own
experience of working. And it's pretty importaot ne... [and to] my self-
development.

In contrast to the above, however, those parti¢gpaino did not have a choice tended
to construe the provision of supervision in a rathegative and critical fashion.
Belinda, Cara and Odette, who all worked for thatusory child welfare service,
reported feeling stuck with supervisors who wene Imanagers, described difficulties
and expressed their frustrations. Belinda saidgbeial workers within this service:

Are just landed with somebody, and it feels lilerdls a lot of responsibility... on
the supervisee and not so much on the supervisoichugreflective of the whole
place really.

Cara expressed a similar view. Having no choice was

Really difficult. Because ... you automatically n¢fgo a supervisor. You're in a

team and that’s your supervisor, and there’s nostjoa about it. And there’s no
... three month review, that this supervisor is neetimg our needs, or we've
outlived our time together, or it's time to findnsebody else. That doesn’t
happen.

Odette also indicated that the lack of choice ditviork for her:

In our outfit, you've got no choice about your siyeor, and they’re everything.
They deal with your annual leave, your client [wlogerformance appraisal, so-
called support and if you get someone who'’s good,thinks like you do, it could
be fine...but, it doesn’t [work] with ... the persdmalve.



The views expressed by these three superviseemaseirprising given the results from

the postal survey which showed that participar@sfthe statutory child welfare service

had lower mean ratings than other groups acros<litmate statements (particularly

with regard to having a choice of supervisor). Nessl to say, all of the supervisees
interviewed who did not have a choice assertedghpérvisees should have the right to
choose their supervisor.

Time pressure was another factor identified in seahits affect. Keri described
how casework and deadline pressures were suchtiteeg was not enough time to
reflect upon oneself.What tends to happen is that you're talking abdutte issues
and there’s not enough time left for you as a pergieri). She added that reflective
supervision conversations did not occiaetause there is this agency ... culture ...
around getting through the work, and it's kind il people are the last resourte

The nature of social work practice was yet anothiBuential factor identified.
Sally noted that a need for guidance, support eicaddid not always coincide with
scheduled supervision and spoke of the value oh dg®r supervision arrangements in
conjunction with formal sessions:

When you're facing something... | mean if the degisigot to be made on
Monday and your supervision isn't till Friday, ieafi open door consultation]
gives you a clarification of your thoughts and oftecome to the right decision
myself or the only logical thing to do. But it'satitchance to voice it to somebody
who also has the chance to help you with it ireddifit ways... It's giving you the
ability or the chance to actually clarify your thghits and often you come to your
right decision.

Overall, the supervisees’ comments concerning badgeonstraints, choice of
supervisor, time pressure and the unpredictable@aif social work practice, resonated
with the climate factors reported by O’'Donoghue9@Pand Young (1994) in their

respective studies of supervision within two diffiet statutory, New Zealand social

work services. In addition, with the exception bbice of supervisor, the supervisees’
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comments reflected issues raised internationallythi& supervision of public child

welfare social workers, concerning a lack of spacaeflection due to work demands
(Jones and Gallop, 2003); the impact of the workirenment (Gibbs, 2001); and the
influence of organisational culture on supervigitrand and Badger, 2007). Regarding
choice, the supervisees’ views aligned with DaWg902, p. 142) finding that when

supervisees have exercised their choice regardipgrgision and a supervisor they
show a greater sense of ownership, commitment espbnsibility to meet their needs

within supervision.

Structures

Two structures, the agency supervision policy ahe supervision contract, were
identified as influencing the participants’ supsion. Most participants indicated that
their organisation had a supervision policy whidlovided guidelines and direction
concerning: the purpose, nature and types of sigieny and the roles, responsibilities
and duties of those involved. These policies wareally described in terms of the types
of supervision permitted. For example, Mandy said:

The agency has a policy that all clinicians willceave individual supervision.

That all groups will receive group supervision, aitdit people are eligible for
external supervision once they have been here éwabnths...

Other matters raised about supervision policiekided: Joan noting that her agency’s
policy specified: ‘.. supervisors must be qualified and be of a spedi’; and
Odette’s description of a comprehensive agency cpolivhich delineated the
supervisor’s role and responsibilities, and reqlingitten contracts (as well as records
of supervision sessions) to be kept.

In most cases, the supervision contracts were @krivom a standardised

format. According to Sally: [The contract was] discussed point by point [and]
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while there’s a set contract ... there are pointshimitit that can be negotiatédShe
also made specific comments about the contentraédraract:
It basically ... says ... we need to go to the sugervisessions ... prepared with
an agenda... attend at the set time or | will reneget ... We record essential

things but we don't record all details. Mainly thieings that are recorded are
things that one or other of us has to do... It'®ey\simple contract.

In Mandy's case, the contract was concerned with dwernal supervision, and
included matters such as the frequency of sessexugctations, the cost, the clinical
responsibility for clients, as well as the supewss reporting arrangement to the
agency with regard to any concerns about her pecti

In essence, the agency policy and supervision acinprrovided supervisees with
a framework for the construction of supervisionhivittheir agency context, particularly
with regard to the formats and processes they fpeciThese findings were not
surprising given the adoption of supervision pekciand the use of contracts within
social service agencies, and their promotion by AMZASW (1998, 2004a). In
addition both supervision policies and contractgehiaeen widely advocated within the
supervision literature over the past twenty yemisially as a professional response that
protected social work supervision from being redute performance and casework
management, when it was subject to the challenfi@samagerialism and economic
rationalism; and secondly as a professionalisatiostegy for social work supervision
(Austin and Hopkins, 2004; Brown and Bourne, 19@fgre, 1988, 2001; Meddin,
2004; Morrell, 2001, 2008; Morrison, 1993, 2001;D0hoghue, 2003; Osborn and

Davis, 1996; Pritchard, 1995; Tsui, 2005).

Relationships

The next two sections of this chapter focus onsilfgervisees’ personal constructs and

are concerned with how they perceived their supgmi relationships and identity.
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Relationships were described in terms of theirigguahd variability. The quality of the
match between the participant and supervisor wasritbed as either good or poor.
Joan, for example, described the key featuresgoba match as:

Respect for each other professionally...safethat you can take any ...issue [and

there is] ... non-judgement of the worker, encourggimotivating, challenging,
[within] the rapport between yourself and your sopsor.

According to Joan, a similarity in regard tpractice philosophies...and ...values ...
[was] vital.” Barney and Belinda, on the other hand, descrthedkey aspects of a poor
match as being: a lack of connection and the sigmrwnot attempting to get to know
the supervisee; a conflict between the participavdues, practice philosophy and
cultural perspectives; and a dominating and cdimgplrelationship. The supervisees
who described a poor match also had little choiceay with regard to the selection of
their supervisor. Keisha, for example, said she had

...good supervision when | have respected and trubegerson who I'm having

supervision with, and have a choice over who thghtrbe. When you don’t have

a choice, and it's not someone you...respect... [iftste difficult.

The variability of supervision relationships wae tther aspect mentioned. Keri
illustrated this when she contrasted the threestygesupervision relationships she was
involved in - namely, her work supervision, thodeom she supervised at work and her
placement supervision. In her work supervision aggervisee, Keri did not discuss her
“family or what was going on for thérhecause she did not feel it was safe to do so;
she did not trust her supervisor who wouldn't knbthere were big issues going on
for [her]”. Yet, when Keri was supervising other staff, slaéd she knewwhat [was]
going on for people in their own live€laborating on this, she stated that two people
she supervisedhad marriage break ups when [she] was supervishent and she
supported them. In contrast to her work supervisigari's placement supervision

relationship had a different atmosphefedue to: more time being available; her
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fieldwork supervisor having adffferent personalityy and this supervisor also being
willing to exchange personal information and show iaterest in Keri's personal
situation.

The variability of supervision relationships is Wweallocumented in the
supervision literature, particularly through theseaexamples or vignettes used by
Kaiser (1997). Likewise, the features of respeapport, safety, support, being non-
judgemental, and values and practice philosophynalent are also noted within the
literature as key features of successful supemvisaationships (Brown and Bourne,
1996; Kadushin and Harkness, 2002; Kaiser, 199utnsm, 1993).

With regard to the supervisees’ construction ofdyoo poor matches (i.e. the
quality of relationships), this construct has poergly been applied within the social
work supervision literature, to student placemempesvision in New Zealand, to
describe positive and difficult supervision relasbips and their influence on student
learning (Cooper, 1998; Maidment, 2000). A seartkthe staff supervision literature,
however, indicates that the construction of googpasr matches has not been used. A
possible explanation for this is because the emphiaghe staff supervision literature
tends to be on the supervisor's practice with supen being located within an
organisational line-management hierarchy. Withis getting, any matters related to the
supervision relationship appear to be framed imseof the use of and response to
supervisory power and authority, rather than urtdeds in terms of relational fit or

compatibility (Kadushin and Harkness, 2002; Kaid®&97; Tsui, 2005).

Identity

Two identities were described: first, as a pramtiéir; and second, as a client. With the
exception of one participant (Joan), the supergisebo identified as practitioners
construed this identity within the internal line magement supervision setting. The
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practitioner identity was described as one in whith supervisee used his/her practice
knowledge and skills, or was accountable for hisfhractice. For example, Belinda
stated that as a practitioner in supervision sHhe “feery accountable with her
supervision focusing upon her practice and clielmsaddition, she used her practice
abilities, particularly when rfegotiating ...through a difficult situatioh Joan also
identified her practice with clients, but addedtttieere were other reasons, such as her
professional development, responsibilities andtsigivhen she said that she saw herself
as a practitioner.

Keri and Sally, both supervisors of a team of dowiarkers within their
respective organisations, identified as practitisrierough being advocates when in the
supervisee role. According to Keri, this involveregresenting the whole team and
bringing everybody’s [issues to the attention ohagement] and then feturning back
to [the team] and filling them in ...about...the idehat have come from supervision.
Keri said she practised as a social worker whenastvecated and that this occurred
about ‘three quarters of the time. The rest of the time, she identifiesl a manager
“because at certain times of the year, there [wasfenpressure ...to do management
[such as] the finances, budgets and that kind ofgh Similarly, Sally’s supervision
concerned how she functioned as a supervisor andekponsibility to represent her
team. This meant that she had be very careful, given that the person ... doimgr]
supervision also knows these pegpthat she did not misrepresent their issues due t
any “personality clashés as well as being careful not t@dlour [her supervisor's]
opinion of other [staff].

The client identity, on the other hand, was besicdbed by Tamara, who was
willing to exercise her power as a client to ge¢ #xternal supervision service she

needed:

16t



| look at myself as the client ... | want to getmagds met. You know, if I'm not

getting my needs met by a supervisor, I'm goingdbone that is going to do it
the way that | believe it should be done. So lahgoing to waste my time... I'm
the client.

The two identities described above suggest thatsiygervisees positioned
themselves in relation to their supervision. Wihiile practitioner identity was a position
taken mainly by supervisees engaged in interna #opervision, those engaged in
external supervision identified themselves as tdievith the ability to choose another
service provider. A search of the supervision ditere indicates that the construction of
supervisee identities within supervision has notrbealiscussed. That said, the
supervisees’ identity constructions raise questiomscerning their exercise of power
and authority within the relationship; particularly terms of whether naming and
positioning themselves as practitioners or clievas a response to their perceptions of
supervisory authority. The only literature foundatthaddresses the supervisee’'s
positioning within the supervision relationship cemed the games that supervisees’
play in supervision, with the games that redefhra telationship and reduce the power
disparity possibly being the most relevant (Kadnsti968). Arguably, the examples
above indicate that positioning oneself as a grangr was in some cases a decision
that the supervisee made in order to exercise aagreegree of agency and advocacy

within the relationship, whilst positioning onesal a client enabled the supervisee to

take charge with the ability to hire and fire thiparvisor.

Conclusion

This chapter has outlined the supervisees’ backgi®and experiences and explored
their constructions of social work supervision émnis of how they defined, arranged
and described supervision. It has also identified discussed contextual and personal

factors that affected their construction.
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As a group, the supervisees had an extensive Iseoiak supervision
background and wide-ranging experience upon whaltbase their perspectives of
supervision. Their definitions revealed supervisiorbe an activity and place in which
objectives concerned with their practice, developimend well-being were explored,
reflected upon and processed within a relationstinich some construed as clearly
distinct from counselling and consultation. Theealives identified aligned with the
ANZASW (1998) policy and reflected a professionedqtice perspective rather than an
organisational one. How their supervision was ayeahwas covered by a plurality of
constructions in terms of supervision types, kinflsupervisors, and the frequency of
sessions, whilst simultaneously showing a condistermangement of formal sessions
supplemented in some cases by informal consul&ti@upervision sessions were
constructed according to the specific stages gbgregion, starting, planning, working
and ending. The content of these stages includedtalvork, workplace matters, the
supervisees’ issues and the supervision providexdhers. It was noted that content of
an organisational or work-related nature tendeddoto internal supervision, whilst
personal and relational content was dealt withxtemal supervision. The process of
the supervisees’ sessions involved interactiveudision and problem solving.

In general, the supervisees’ construction of supenv corresponded with the
clinical construction of social work supervisioreitified in both the literature and
postal survey, and reflected a professional rattieen an organisational discourse. That
said, the supervisees’ reports differed to a degwwa the supervision literature with
regard to the contextual, institutional and persan@ngements. This was most evident
in relation to the plurality of their arrangements; particular, the four types of

supervision (internal, external, mixed and distgntee three kinds of supervisors (line



management, peer and clinical specialist), anddéaetification of place as an important
feature of their supervision.

Discussion of the contextual and personal factengealed that the social
services climate (i.e. funding constraints, limitdwices and options, time pressure and
the unpredictability of social work practice ), &lger with the organisational structures
of agency policy and contracts, provided the frawrwor supervision arrangements.
Personal factors (namely the match and qualityhefrtsupervision relationships, and
the positioning they took within that relationship)ere identified as factors that
influenced the supervisees’ personal constructimhrasponse to supervision.

To sum up, the findings presented in this chaptelicate that, for the
participants involved, supervision consisted oétaf professional objectives, features,
arrangements and events that were shaped by tfe# sewvices climate, organisational
structures and personal perspectives. With thes#infys in mind, the next chapter
explores the supervisees’ perspectives regardingersision practice within the

Aotearoa New Zealand cultural context.
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CHAPTER 7

SUPERVISION PRACTICE WITHIN AOTEAROA
NEW ZEALAND: THE SUPERVISEES' PERSPECTIVES

The aim of this chapter is to explore the supepsseperspectives concerning
supervision practice within Aotearoa New ZealankerE are two parts to this chapter:
the first part discusses the influence of threeeetspof the Aotearoa New Zealand
context, namely biculturalism, multiculturalism aather differences; while the second

part considers how supervision practice might bgraved.

The Aotearoa New Zealand context

Biculturalism, multiculturalism and other differeexc are identified within the social
work and supervision literature as key featureshef Aotearoa New Zealand setting
(see Chapters 1, 2 and 5). Fundamental withindbigext is the Treaty of Waitangi,
which, as a narrative, constructs the multicult@adl diverse population of Aotearoa
New Zealand as taking place within a biculturabtienship between Maori and non-
Maori (Chile, Munford and Shannon, 2006). The phewee of the Treaty of Waitangi
as an influential narrative within the social seed and social work (particularly, since
the mid-1980s, see Chapter 1) has seen the aréinkprinciples of the Treaty applied
to social work practice and supervision (Chile, ¥tud and Shannon, 2006; Nash,
Munford and O’Donoghue, 2005; O’'Donoghue, 2003)e @oignant example of this is
that the participants in this study, as memberthefANZASW, had been assessed as
competent against standards concerned with pragtiniaccordance with the Treaty of
Waitangi and the ANZASW bicultural code of practicas well as responding

appropriately to other differences (ANZASW, 2009c).



Biculturalism

According to the ANZASWCode of EthicdANZASW, 2004a, p.23) biculturalism in

social work practice involves social workers denti@atsng that they:

Understand and recognise the Tangata Whenua siitie indigenous Maori
people ... [Have] an appreciation of te taha Mampezxts of Maori culture and
protocol and an awareness of racism at personal iastitutional levels in

Aotearoa New Zealand.

In this section, the participants’ views concernihg extent to which their supervision
was bicultural or not are discussed first. Thifabowed by an exploration of their
experiences, understandings and views, pertainigass-cultural supervision, cultural

supervision, and cultural consultation involving dvfia

Biculturalism within the participants’ supervision

A range of views were reported by the superviseesarning the extent to which their
supervision was bicultural or not. These views werea continuum ranging from
biculturalism not being there, through to it beimgegrated within their supervision.
Between these two points were views that descrétéeinpts at biculturalism to be

tokenistic, an effort or a challenge.

Not there
Three participants (Cara, Keisha and Odette) itedcahat biculturalism was not

present in their supervision. Cara stated thatshpervision was not bicultural despite
the fact that the agency she worked for weexy bicultural and very understanding of
cultural needs and [doing] whatever [it] can to agds [the] cultural needs of the staff
and the client bastln Keisha'’s case, bicultural practice was desedlilas beingih its
infancy,” while Odette had thought a lot about it and found it hard because all
social workers should be aware of culture...whali'stinctive about New Zealand...

[and] ... of the Treaty However, she did not Khow how much influence
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[biculturalism] has, despite her supervision occurring with a Maotipsrvisor,
because dur system is very Pakeha [white or non-Maori NexalZnder] ... [in] the

way you apply the processks

Tokenistic
Belinda and Felicity suggested that their respectorganisations’ attempts at

biculturalism were tokenistic. Belinda félfrustrated and offendédvhen she took her
work with Maori families to supervision. She eladi@d on this feeling by describing a
consultation arrangement she had with tbely Maori supervisdrin her office, which
arose from the supervisor's invitation to consulthwher concerning acbuple of
families” Belinda illustrated the nature of this consutiatby outlining an example that
involved “being culturally sensitive [in] how to approach tfamily’, whilst respecting
the protocols of tangihanga (grieving period ptmi burial). Apart from this informal
consultation with the Maori supervisor, Belindalgservision did not recognise cultural
differences very well. She thought that among Paksbcial workers in her agency
“there's a ... token element to [biculturalism] rathéan actually taking it as an
authentic way of working with Maori familiég~elicity described a similar situation,
commenting that biculturalismwasn't given a high sense of priority or importafice
According to Felicity, it was her personally apprbeg a Maori cultural advisor for
supervision and advice in respect of working wittadvl clients, rather than any
organisational policy or procedure, which made thi#erence. Felicity felt that

biculturalism was:

Just ...face value, [and] just paying lip serviceesYwe're working within the
Treaty of Waitangi principles and practices ... and paper it might look
good...but the evidence doesn't necessarily besroilit
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An effort
Six supervisees mentioned how they made an efforespond to bicultural matters

within their supervision, and three of these (Abbdgrvey and Mandy) illustrated the
kinds of efforts they made. According to Abbey, Wiigralism was shown through
respect for Maori as Tangata Whenyaevident in her supervisor's knowledge of
cultural issues and the discussions they had coimgefclients’ experience[s] of being
Maori and seeing a Pakeha counsellor... [and Abbey la@r supervisor’'s] efforts to
make sure that culture is attended’tblarvey’s efforts included consulting the Maori
cultural advisors in his workplace when the neems@r Nevertheless, he felt that his
supervision was predominately monocultural and s woncerned that there were
“still miles to gd to achieve a more bicultural social work practiee added:

It's so challenging to deal with bicultural issussd the Treaty issues...and it's so

complicated and difficult ...there’s many rewardsut it's also incredibly

frustrating... [to the extent thatsome of the stuff just gets too hard, so you just

push it into the background. It's much easier to @e [and] deal with what we
know and what we can talk about

Finally, Mandy initially observed that:
Two Pakeha workers having supervision ... doese'trslike a great place for the
Treaty Having said that, we certainly work with Maori aiies...and that aspect of
the work has to come into supervision
She described the efforts she made when discus&amyi clients within supervision
which included recognising:the impact of Pakeha working with them ...and what
need to do and how | might need to conceptualis#tland collaborating with
“[Maori] workers who specifically work with Maorilents, and ... general issues with
Maori clients in supervisiafl According to Mandy, the way in which [these Maori]
workers ...work[ed] differently and what that's dikor the service ...and how [she
could] fit as a Pakehahad also been part of her discussions with hgrestisor.

Mandy added that while her agency wasusual ...in that [it] does have a commitment

to Maori working with Maori and“strong relationships with local iwi [and] runanga..
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[with] far more discussion ... about cultural issuban ...in lots of other placgst was

still “ primarily white”

A challenge
Three supervisees (Keri, Sally and Tamara) refet@dhe challenges of being

bicultural. The challenges they identified concekrna limited ability to provide
culturally appropriate options for Maori who choaemainstream service; and the
systemic and structural factors that constructgesusion.

Keri described how her supervision involvetitiking about the way we work
and making sure we're [doing] things about the Tiyefand] giving people choicés.
However, when Maori clients were discussed in supien, Keri said that the focus
tended to be onthe choices that we aren't able to provide for tteerd whether we are
the most appropriate agentyecause there were no Maori social workers. 18ed,
however, that they were in an area whae &ctive runanga ...have picked up a lot of
the support role ...within the commurjiitwhich created other challenges.

Sally commented that heagency ... [was] seen [as monocultural because] a
lot of Iwi [tribal] services in the area tend to gthe majority of ...Maori [clients]
Despite this, her agency did:

...have Maori children in placement and they [werdlen placed culturally
inappropriately because we haven't got the Maomnifees ...and ultimately care
and protection needs ... [to] have priority
Sally also discussed the challenge posed by Mamnilies who chose the service
offered by her agency and described how she arat sthff were often faced by:
A [statutory] social worker or a Maori service prider ... saying ‘Why are you
working with this family?’ It's very difficult torswer when you have [responded

to a request] from the parent [who said] 'We wamtwork with you because we
do not want to work with the people of our ownumat
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She felt that such challenges arose because atneaimsagency working with Maori
clients was foing against what is politically corre€tBicultural issues were to the fore
in her supervision because:
If we place a Maori child in foster care ...onetloé first things ...is [the question]
'How are you going to meet their cultural needs\When we get a referral, one of

the first things we're looking at [is] can we dccitlturally appropriately? If not,
what's the closest [solution]?

Sally also said she wouldchallenge the agency through [her] supervisor os it
biculturalisnt, which she described asgpalling”

Cultural issues were sometimes discussed in Tamatgiervision dt society
level sometimes ...the bigger issues that impadherpeople we work with, [such as]
the socio-economic [matters] that [are] happenimgtheir community [and] some of
those really oppressive systeinShe elaborated, stating that aa mainstream
organisation we have a response to the Treatyas well as]proposals to address
...inequality, [and] by working collaboratively wiitother [services]. Tamara intimated
that issues related to bicultural practice wenegur face all the timg@ in the sense that
“the work ... [and] community is very biculturaReflecting on this comment, Tamara
noted that while biculturalism was present in hgresvision, there was room for more
consideration to be given to it. She also wondevkdther ‘supervision itself is a white
man's game and ...they [Maori] may find another wdydoing it that meets their

needs’

I ntegrated within supervision
Three other supervisees (Carolyn, Hannah and Joditated that they had integrated

biculturalism into their supervision. Carolyn wdee tonly one of these three who was
Maori, though Joan stated that she had Maori aildr

A bicultural approach was integrated into Carolysigervision to the extent
that she chose her external supervisor becauserafdmnection with Maori, and there
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was a sharedekcitement about diversityin her supervision with cultural issues
pertaining to Maori being atlread running right throughit. Her supervisor was so
well tuned into those features of being Madhdt you don't even know you're doing
[it] till you're doing it”, and she noted thatve'll often consult with her [Maori] partner
if we need td. According to Carolyn, fairness and “equity’ issues related to the
Maori were acknowledged in supervision and her suge& was‘thoughtful in her day
to day interactions, [to the extent] that [Carolyook] for granted what she [did]
...which was to always greet properly [and] to algaask in terms of people's whanau
[family].”

Hannah claimed that thinking in a bicultural wayswasual for her. Explaining
this, Hannah described how throughout her life aodial work career she had
internalised knowledge gained from Treaty of Wagiatraining, marae visits and a
kaumatua (elder). She also described situatiomehinoh she had worked in a culturally
appropriate way with Maori clients. Examples in@dd offering referrals to a Maori
social work agency; always taking her shoes off whisiting; never touching on the
head; and supporting clients when they wemhdkama [ashamet]about going to
places like the hospital by either finding someapgropriate to go with them or going
herself. Hannah also mentioned her efforts to ledrout maoritanga (Maori culture)
and te reo Maori (Maori language) by completinggramat University. Finally, having
explained herself, Hannah described how she totikraliissues to her supervisor in a
nearby town, particularly those concerned witthakama [shame] and outlined her

use of Maori models such a%¢ whare tapa wHaand Te wheKé.”

1 Te whare tapa wha is a holistic model of Maori tieathich is based upon the four walls of a meetiogse.
These walls are: taha wairua (spiritual dimensi¢aha whanau (extended family), taha hinengaro (a@hewell-
being) and taha tinana (physical well-being). kotHer information, see Durie (1994).
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Joan described herself as immersed in the Maoridwbrough having Maori
children” and stated that theafnazing word ‘whanau’...is...integral to our supsion
session$.The bicultural aspects wergust theré in her supervision, and the interview
for this thesis had made her think abobow is it there? Or how | know it's thete
Joan added that her supervision wkesl‘toward a Maori model of being, and it [was]
about feet firmly on the ground, taking the strénfjyou like from the feet up

The range of views expressed by the supervisedsaied that the extent to
which their supervision was bicultural depended rugbe degree to which their
organisational context supported and facilitatedubiral practice as well as their
personal commitment to and connection with Maorlture. Since most of the
supervisees were non-Maori, these findings alswigeoa response to the question
raised by the postal survey findings concerning élxéent to which New Zealand
European/Pakeha and “Other” ethnic groups pradbicelturalism in supervision.
Finally, the results add to the description of suiggon in Aotearoa New Zealand as
being predominately monocultural and reflective the majority New Zealand
European/Pakeha culture found within the literafigee: Bradley, Jacob and Bradley,
1999; Cooper and Anglem, 2003; Webber-Dreadon, 19B% results presented here
do this by identifying the challenges social wosk@nd organisations face and the
efforts they make in working towards biculturalismithin supervision, as well as

providing examples of how biculturalism might béeigrated within supervision.

12 Te wheke, is a model of Maori well-being based ughensymbol of the octopus, in which there are teightacles
which represent aspects of well-being and inclidefour aspects from Te whare tapa wha referreabtive, plus
four others, namely: mana (status), mauri (lifee&r nga taonga tuki iho and whatumanawa (emotitifedl For
further information, see Pere. (1991).
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Cross-cultural supervision, cultural supervision am consultation concerning
Maori

In this section the participants’ experiences anews concerning cross-cultural
supervision, cultural supervision and consultatiovolving Maori are presented and

discussed.

Cross-cultural supervision
The term cross-cultural supervision pertains ta Wiaich occurs when the client, (the

subject of the supervision content), or the supeeior the supervisor is from a
different cultural background to any of the otharts involved (Bradley et al., 1999;
Brown and Landrum Brown, 1995; Cooper and Angle®Q3 Kaiser, 1997; Tsui,
2005). Four supervisees (Barney, Joan, Odette ardly®) had experienced cross-
cultural supervision. Three of these participanterev Pakeha who had Maori
supervisors, while the fourth was a Maori supevibg a Pakeha whose partner was
Maori.

Of the three Pakeha, two (Barney and Joan) indicdlteir cross-cultural
supervision was a positive experience which enténieeir cultural appreciation and
development when working with Maori clients, as mat providing them with an
enhanced sense of cultural safety. Barney desciitzed‘quite empowerirgand Joan
said that it was excellent. In contrast to thessitpe experiences, Odette questioned
whether her supervision was actually cross-cultaral claimed that her supervisor’s
“lifestyle [was] Pakehd She indicated that difficulties and challengeperienced in
this relationship were due to her supervisor's &bty and practice philosophy, and
not attributable to any cultural difference. FigallCarolyn (the Maori participant)
reported positive cross-cultural supervision witRakeha supervisor who responded in

a culturally appropriate way (perhaps reflecting ihfluence of this supervisor’s Maori



partner), to the extent that Maori processes wasgrated seamlessly within Carolyn’s
supervision.

The above examples indicate that cross-culturagrsigion was not commonly
experienced among the participants and one exptenddr this may be found in
Henrickson’s (2005, p.1) claim that:

...in most public and tauiwi [non-Maori] agencies nowhere are designated

Maori teams or ‘cultural workers’ who are taskedhwthe (often exclusive)
responsibility of working with tangata whenua whaifMaori clients].

The obvious inference of this claim is that theesufsion of Maori workers also occurs
with other Maori workers, which therefore explaiwky cross-cultural supervision is
not common.

The above examples also show that the dynamicsosk«ultural supervision
are complex and diverse. To a certain extent thmptexity is recognised within the
literature. For example, Cooper and Anglem (2008) Bradley et al. (1999) discuss
the various cultural combinations within superwsaelationships involving Maori.
Similarly, Kaiser (1997) highlights the complexiip terms of the challenges of
interpersonal communication and shared meaningmapervision relationships from
a multicultural perspective in a North American o, particularly when she discusses
the challenge of engaging in cross-cultural refegiops as a cultural outsider. In such
relationships, Kaiser (1997, p.123) suggests, amthéntic dialogue and mutual
education process...whereby staff members shared tvem cultural history and
experience with one another,” would assist in dgwelg shared meaning and trust

within the supervision relationship.

Cultural supervision
Within the Aotearoa New Zealand literature, cultusapervision is described as a

specific form of supervision that focuses on th#éucal safety of the practitioner or

17¢



clients and is provided by a supervisor who hotus appropriate cultural knowledge
(Beddoe and Egan, 2009; Davys, 2005; Su’a-Hawkits Mafile'o, 2004). Only two
supervisees (Felicity and Joan) claimed that thgeeenced cultural supervision and
in both cases the experiences reported concernddngowith Maori clients and their
cultural issues. Felicity had specific separatéucal supervision, whereas for Joan the
cultural features were included in her externalesuigion. Felicity’s experience of
specific cultural supervision was focused oaultural issues in terms of [her]
awareness of working in partnership and in a cudtlyr sensitive way and involved
consulting with a Maori cultural advisor in her Wplace. Joan, on the other hand,
commented that cultural supervision was State of beinlg within her “holistic’
supervision experience with her supervisor who Masri.

The low level of experience of cultural superwsieported above parallels the
result from the postal survey (see Chapter 5) ircwbultural supervision was found to
be one of the least common forms of supervisioreggpced, especially among non-
Maori respondents. In addition, it highlights theriability of cultural supervision as a
constructed concept, one participant experiendiag ia separate event whereas for the
other it was integrated within her external supgori with a Maori supervisor. These
results mirror the finding from Cooper and Angle2®@3) regarding a very low level
experience of cultural supervision among the psifesls (including social workers)
surveyed within a particular mental health service.

Some of the supervisees, including those who haderperienced cultural
supervision, also thought that cultural supervisioas a practice that only concerned
Maori. Belinda and Cara illustrated this, with Bela indicating that the message in her
agency was that cultural supervision is only for...Maori seekirfigrom kaumatug

while Cara described it as Maori to Maori’ thing.



Varying views were also expressed about the neeBatkha for and their
response to cultural supervision, and its value N@ori. Abbey and Keisha, for
example, expressed divergent views. Abbey thouwgdttdultural supervision for Pakeha
could be further developed by organisations malpagple available to assist them
when working with cultural issues. Such people naatdbe Maori, according to Abbey,
but could be tther Pakeha ... versed in bicultural practiceIn contrast, Keisha
thought that cultural supervision could kWit scary if you were a European...because
it's your lack of knowledge that scares the hetlafuyou” According to Keisha, it was
the limited contact that some Europeans had witbrMaat contributed to their lack of
knowledge. For her, a social worker's level of eggjaent in cultural matters and
cultural supervision depended upon theardfessional maturity, experience ...and
[degree of involvement] in that commuriitgs well as their personal engagement with
that culture - for example, ithey have a Maori partndpr] ...belong to a whanat

Cara and Carolyn illustrated the divergent viewpregsed about the value of
cultural supervision for Maori. Cara commented thia¢ of her Maori colleagues, who
attended external cultural supervision, found itb® ‘really good. Carolyn, on the
other hand, was quite critical o6d called cultural supervisichIn her opinion, it
usually meant & cup of ted arguing that, tve run a real risk of people choosing a
supervisor because of some difference - ethnicjegeretc - ... not ... for value, and
[consequently] misusing supervisidrCarolyn added that she had heard statements
such as you cannostipervise a Maori social worker unless you've bedfaori social
worker’, and believed thatwe need to be really careful about ...some of shat’ Her
point seemed to be that if culture or other diffexes are the primary determinant of
choices about supervision and/or supervisor, thenaverall quality of supervision

could be compromised.
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Cultural consultation
Cultural consultation within social work involvesagtitioners who work with clients

from different ethnic groups, consulting with culil experts in regard to particular
issues or instances where advice and support idedeer required (SWRB, 2007c).
Among the supervisees, Abbey, Hannah, Belinda aimdaReommented about their
experiences or understandings of cultural consattatAbbey and Hannah stated that
they usually consulted eitheiMaori workers or other relevant people within their
communities when they needed cultural advice andpad. In Belinda's case,
consultations she had with a Maori supervisor (refe to previously) concerning
working with Maori families were her experience afiltural consultation. Rima,
however, preferred not to use the word ‘consultatand described itds colleagues
...resourcing each othérBy way of example, she referred to a case winestie
worked alongside a Maori worker in relation to aawau, which had lost a child, in
order to support them in a culturally appropriateyw

These experiences and understandings of culturakuttation are clearly
reflective of the participants’ backgrounds, whigs noted in Chapter 6) were over-
representative of New Zealand European/Pakeha rashel-wepresentative of Maori, and
lacked any representation of Pacific peoples ameroethnic groups. That said the
participants’ experience and understandings aligh the SWRB (2007c) description
of cultural consultation as a resource that sugpouiturally competent practice and
agree with conclusions drawn by Cooper and Angl@0038); namely, that cultural
consultation is concerned with seeking advice, gui@ and clarification in regard to

practice with Maori clients and seems to be moraroon than cultural supervision.
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Multiculturalism

Multiculturalism was only recognised by a few papants. First, in the content that
was discussed within supervision and second wahiew participants’ thoughts about

cultural supervision.

Regarding multicultural differences being presenthie content of supervision,
Sally, for example, observed that social differenseally featured in the content of
supervision because the clients were frgost' about every backgrouhdnd “we're
always looking at what is best practitélhe region she lived in washanging and
evolving culturally with a “huge ethnic mix which can be volatjleand there were
other social difference issues such garig warfaré. In essence, Sally highlighted that
the content of supervision reflected the commuwitthin which the practice occurred.
She elaborated on this aspect, emphasising thertiamme of being location sensitive
and aware of the dynamics of population change.dsheot ‘think you can lump [a]

region all togetherwith descriptions such asrfainly Pacific Islanders because:

...within parts of [an] area it might be mainly Tomga Samoan...Chinese...
Somali...[and] areas which were lower socio-econonjdme] now up market
and Pacific Islanders have all moved ...so youiedgmographic changes.

The second way in which multiculturalism was memtid was from a few
participants’ views that cultural supervision eatstfor practitioners from minority
cultures and/or concerned the supervision of diémm cultures different to that of the
practitioner. Mandy illustrated the view that cu#usupervision was for practitioners
from minority cultures when she described it imterof:

Pacific Island workers going out to receive supgiom from someone of the
same cultural group as them[selves], where they address or talk about the
issues, particularly [those] pertaining to the authl impact of their work

Similarly, Keisha said that cultural supervision clided ‘Fijian, Indian,

Chinese...Asian [and] a whole group of different Epgan peoplé For her it meant:

182



Knowing, going to, talking to someone about issmeterms of how different

cultures would approach a particular situation ...f§rfinding out more about

...different cultural approaches to ...issues [and]Wimy where your limits are,

and giving people options.
Clearly, as indicated previously, the participartatkground (i.e. predominately New
Zealand European/Pakeha) may account in some @athéir limited recognition of
multiculturalism. The latter in turn suggests thatong the participants as a group, their
level of multicultural awareness and competency was as well developed as that
pertaining to biculturalism, which aligns with tfiedings of Nash and Trlin (2004) and
their recommendation that there was a need foreatgr focus on multiculturalism
within social work and supervision in Aotearoa N&ealand. A possible explanation
for this under-developed degree of multiculturalaseness and competency may be
found in Henrickson’s (2005) argument that the eagphupon the Treaty of Waitangi
and biculturalism as the basis for culturally cotepé practice has inhibited the
development of a pluralistic understanding of aaltulifference and a cultural learner

or ethnographic approach to cross-cultural praatitiein Aotearoa New Zealand social

work.

Other social differences

Two other forms of social differences, namely, séxarientation and rural locations,
were acknowledged and discussed by some partisipBetinda and Cara, for example,
commented from differing perspectives about soditiérences concerned with sexual
orientation. In both cases, while recognised, thdifferences appeared to be in the
background rather than openly discussed. Belineatified the differences between
herself and her supervisor as those of sexual tatien, age and life stage. She
described her supervisor aslasbiari grandmother whose children had grown up and

left home, whereas she identified herself as arbségual mother of children of
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primary school age. According to Belinda, theséed#nces, while not discussed, were
apparent in two areas: first, her perception tlmmbetimes her supervisor waguite
paternalistic ... [and made those] sort of ‘older datwiser™ inferences; and second,
their “different viewpointsin supervision concerning mothers. Her supervis@s
“harder...on mothefsand very tough on women in violent relationshipghereas
Belinda, who had worked and studied within the dsticeviolence field, felt that she
had a §ood grasp on those dynaniiand was more empathetic towards women in
violent relationships. The result of these diffgrimews was that they woultargue
about mothers

For Cara, culture and social difference were alwagsent in supervision, and it
was ‘hot just the colour ...or ethnicity of the persofara described the different
“cultures that she and her supervisor lived in; Cara livedthin the gay culturg
which was a Very non-spokénculture, whereas her supervisor was of a maiastre
“very there, very open cultufeWhilst Cara could negotiate her way through abci
differences with her clients, and feltéry comfortable working in other cultutegher
partner was Maori and she had lived among her Maamtner’s Iwi for some time and
learned the language), she was unsure whetheosife ftnd her way through the social
differences between herself and her supervisora @aplained that despite cultural
differences within her team (its members comingrfrdiverse ethnic backgrounds)
cultural matters were not for discussion and weoeight up in the team onlyri a very
jovial sort of way’ The implications of this were difficult for Carhecause herctlture
[was] invisible and ...just not discusseédne example concernechimerous kids
coming through [as part of the team’s workload] titeve sexual identity problems. It
doesn't occur to them [her supervisor and colleajue ask me to work with then

She contrasted this with the situation wher@,Maori client... [will]... get a Maori
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social worker ...[who] understand[s] the needs and thlture” Cara also claimed
there were examples of social differences within dféice that were just not spoken

of,” and described an instance where disability issuere not considered.

Discussion of the influence of sexual orientatidfifedences between the parties
within the supervision relationship does not appeaifeature within the literature
searched, apart from general directions to be $e®ns$o and not to discriminate on the
basis of such differences (Brown and Bourne, 190&dushin and Harkness, 2002;
Tsui, 2005). Obviously, these general directionsndd capture the issues raised by
Cara. From the literature searched, it appears dht Newman, Bogo and Daley
(2008) go some way toward addressing these issuasn they identify the factors

affecting the disclosure of sexual orientation witstudent placement supervision.

Participants from rural areas claimed that themalrdocation was a social
difference. Abbey, for example, pointed out that timique features that appeared in her
supervision content includedlfents know[ing] each other...and often [it's] aloquite
complex systems and they're all connected up [glgg client knows this client
....whereas that doesn't happen with the clientewn” In addition, she describedhe
culture of living in a small rural communityvherein she €¢omel[s] across people who
are [her] clients when she does her shopping on a Saturdayaarlient occasionally
turned up at home at 7 o'clock at nighAccording to Abbey, a practitioner’s visibility,

exposure and isolation were challenges within al mwmmunity.

Regarding supervision, Abbey stated that itgaite hard to find “a supervisor
that's willing to relate...to the relative isolaticof the client group...[as] we don't have
access to all the resources that a city migfihat said, she indicated that her current

supervisor recognised both the nature of her reetting and the effort she made to
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travel two hours each way to the city for supeonsiKeri also noted that the rural

setting influenced her supervision and commented on

The time it takes to get to ...see people ...am@] [difficulties in actually
travelling to different areas.. the lack of other agencies[and a] different way
of working than in other centres.

The reason why they worked differently in ruralaseaccording to Keri, was because:

We actually have to be seen to be doing our wahkd.they say 'Well why haven't
you done anything with this family? ...We're coneer about them'. [So], we
...have to try and meet the needs of our commuasithest we can, because if
they've got no faith in us then we're not goingebthe [referrals].

Generally the above comments align with those afe@r(2003) who outlined similar

issues pertaining to anonymity, visibility withihet community, professional isolation,

and the complexity of rural practice in Austral@@areen (2003) also highlighted the

importance of supervision for support and debrigfus well as the need for supervisors
to understand the nature of rural practice.

Overall, the Aotearoa New Zealand context influehcde supervisees’
supervision through their responses to bicultumalisand their recognition of
multiculturalism and awareness of other socialedéhces. The extent to which these
factors were recognised, acknowledged and respomaledithin each supervisee’s
supervision was related to both the individual aimeir organisation’s response. The
supervisees’ responses were also reflective ofctiramunities in which they were
located and their personal social positioning. @yediculturalism had the most
influence upon supervision, despite it being pereiby most of the participants as
constituting effort and a challenge. This degreafifience was, arguably, reflective of
the predominance of a bicultural ethos within th&IZASW (ANZASW, 2009a;
Beddoe and Randal, 1994; Nash, 2001). That saiégnwhe participants were asked

about how and where supervision could be improgee (below), it was notable that
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only two participants (Tamara and Joan) thoughtethgas a need to improve the
responsiveness within supervision to the TreatWaitangi. Given the views espoused
in relation to biculturalism (discussed earliethrs chapter) it was surprising is that this
theme was not more prevalent amongst the supesvi€e® explanation for this finding
could be that most participants’ attitudes to bimallism were reflective of those held
in wider society by Pakeha, in that they agreedh Wwitulturalism in principle (Sibley
and Lui, 2004). In other words they supported higalism, but only to the extent that
they are not personally disadvantaged or placetkkatof losing something, such as,
their job or the prospect of being appointed tasifon of status (e.g. management or
to the Social Workers Registration Board). Argualhys explanation accounts for the
lack of suggested improvements as well as the semséiculturalism being a
considerable effort and challenge amongst mosietstipervisees.

Regarding the low level of recognition of multiauthlism, this aligns to some
degree with the findings of Nash and Trlin (2004parding the need to develop
multicultural competencies within social work supsion as well as DeSouza’s (2007)
concern about the lack of attention to multiculturalationships within the local
supervision literature. On this basis, there isadjea need for a local response to
multiculturalism within supervision that complemergfforts made within the social
work profession towards biculturalism and the rettign of a Treaty of Waitangi-
based society.

Amongst the participants, the only area where tlap@eared to be a degree of
convergence between a bicultural and multicultpexspective was in the three points
of view expressed concerning cultural supervisiamely: a) that it was for Maori; b)
that it involved being supervised from within thange culture; and c) that it was

supervision of clients from a different culture ttat of the practitioner. These three
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views echo the debate as to whether cultural sigiernvis solely for practitioners from
indigenous and minority cultures, or whether itiddde available to all practitioners to
assist them to work in a culturally safe and competfashion with clients and
supervisees from different cultural backgrounds téfyavaia, 2001; Hair and
O’Donoghue, 2009; Nash and Trlin, 2004; Nash, Wang Trlin, 2006; Su’a-Hawkins
and Mafile’o, 2004; Walsh- Tapiata and Webster,Z0®lowever, they also appear to
provide a means by which to consider a broadeunllframework for supervision,
through specifically identifying the differencesria@ning to the supervision of those
who are cultural insiders and have emic statustlaoge who are outsiders and have etic

status (Kwong, 2009).

Improvements to supervision

In this section the participants’ views about imfing supervision are discussed with
reference to: their own supervision; their orgatiiggs supervision; supervision
amongst ANZASW members and registered social werkard to supervision practice

in general.

Participants’ supervision

Improvements required by the participants concethedrequency and ownership, of
their supervision, their supervisor’'s practice, abtaining an external supervisor.

Four supervisees (Carolyn, Harvey, Joan and Tgmadicated that their
supervision could be more frequent and better asgdnin terms of having a set time.
Taking ownership of their supervision was an areanprovement desired by nearly
half of the participants. Belinda and Cara, forragée, illustrated this with regard to the
issue of the supervision not meeting their needs. Belinda, this involved taking

“some responsibility for myself and...[the need top storrying about hurting people's
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feelings, whereas Cara saw it adeing a bit more upfront about my supervision
requirements and working through the issues with her supenviSmilarly, Felicity
described how she needed tmté the bullet, and say [to her supervisor] ...stign't
working well for me for these reasghsvhile Mandy suggested that improvement
would be achieved by clarifying the relationshighwher supervisor and establishing
“some clear distinction between... what is supesaisind what is ...talk about more
general team issuésOnly Felicity spoke of her supervision being iraped by
knowing more, in terms of developing ‘better framework... [a] model of narrative
supervision [and an] understand[ing] [of] other meld of supervisigf which could be
achieved by completing a qualification in supexmisi
Six supervisees identified the need to improverthapervisor’s practice and in

all six cases it concerned their internal supervisthese improvements included
focusing on the supervisee, structuring sessiangng a contract, listening, and a more
reflective approach appropriate to the supervissiige of development. For example,
Barney stated that his supervision would be impildwe

Having someone who's prepared to talk about whaiht to talk about. That

doesn’t talk so much. Have it more formalisede Ik set block each week...

[with] a structure, some sort of contract... somedhat | respect...and... can

have a good relationship with. Someone | can lawgh when it's appropriate,

and then be dead serious when you need to be... avhments less and [is] more
reflective.

As well as commenting about supervisory practiégsra and Odette believed their
supervision could only be improved by a changeuesvisor. Cara needea “...more
qualified [and] experienced ...supervisavith “a stronger personality because when
challenged by Cara this supervisor woutdly* ... [and be] very upsétOdette, on the
other hand, needed a supervisor who hhd Same kind of work worldview or attitude
to the job” Odette was also one of three participants (ttleers being Barney and

Felicity) who commented that their supervision wbide improved through having
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more choice concerning their supervisor arah “outsidé or external supervisor.
Generally, the improvements described above aqooreted with those
identified by the postal survey respondents (ChiapteThe only notable difference was
that the interviewed participants expressed moraeoship with regard to what they
could do to improve their supervision than the syrvespondents as a whole. One
reason for this could be the different questiorst tivere asked of each group; the
survey respondents were probably constrained mglessked to identify just three areas
of improvement, whereas those interviewed were iragked how and where their
supervision might be improved. Another possiblesomacould be that the interviewees
may have had their awareness raised by the pastadysquestion and taken time to

reflect on the matter before their individual iviews.

Organisations

The participants’ views regarding improvements wittheir organisations appeared to
fall within two categories: a) where supervisiortmeed with an internal line manager;
and b) where they had choices concerning theirrsigien.

In the first category it was suggested that impnoeets could be made by
providing them with more options (regarding supgion and supervisors), including
better support for supervisors in terms of trainamgl supervision for them as well.
Belinda, for example, believed thait vould be great if they would just let us have
some external supervision. Even if it was only omgronth or every six weeks$he
added that Cultural supervision or somebody to culturally colswith....would be
excellent’ That is, supervision that was specific, desigdatnd accessible, rather than
the informal process ofgbing up to somebody who's really busy with themn deam

and bugging therh
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Odette reflected views within the first categoryoabimproving supervision
through a greater choice of supervisor and bgving different people dealing with
different parts of your supervisidnFor her, this involved having one person do the
performance appraisal, and another doing the pmend support aspects. Keri also
suggested a change in supervision arrangementis Wit organisation:

If they're not going to look at having...externapsrvision then [they need] to

make some other...arrangement where people can basework supervision
from one person, and do some personal stuff withebody else

Elaborating on her view, she thought that peopteujgle with this clinical supervision
role and the admin management...stuff that we haweontend with...it's not an easy
juggling act” Going a step further, Keri asserted the meritthe health model where
practitioners have their supervision with somebody that they piek works within
the...field...but the performance appraisal is don¢heymanager of the team, and that
make[s] more sense than what we’do

Cara thought that her organisation could make ingareents by training and up-
skilling supervisors intfow they provide supervision and [in] their own erstanding
of supervisiori She also saw supervision for supervisors asraa for improvement,
noting that:

My supervisor was complaining that she hadn't hagesvision for weeks...

because somebody's always busy, and there's atvayagreement that if either
one of you can't make the session you reschedule it

According to Cara, this situation resulted in tickle down effect Because her
supervisor was not having adequate supervision,téhen members in turn were
similarly deprived.

With regard to the second category, the suggestepiovements were
concerned with quality issues such as the auddimg) evaluation of supervision, the

specific knowledge required by supervisors, and ithportance of basics such as
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confidentiality and undisturbed space. For examigheryvey suggested that auditing and
evaluation might improve supervision, and that aditamight involve assessing records
concerned with frequency, notes kept, complianak wand the review of supervision
agreements. According to Harvey:

It [would] be nice to [be] able to say here is sorgeod evidence for how

beneficial supervision is [in terms of it's] mada] [measureable difference to
these clients or output or staff retention [and$@klient safety

Joan commented that her organisation’s supervisimuld be improved if all
supervisors [had] very clear ideas about care amdtg@ction” She believed that a care
and protection focus was missing and that suchessswwncerning children were not
being adequately addressed. Elaborating on th#s) dited the example of a colleague
who had identified care and protection issues ahdra/the colleague’s supervisor had
said that: it was not their role...to do ...anything about ior Joan, the bottom line
[was] that you have a responsibility to the childrand ...family [and] ...even your
supervisor must notify [Child, Youth and Family \Bees]” Finally, Mandy thought
that supervision within her agency could be imptbwéa a clear understanding of
confidentiality, the importance of being on timegving “undisturbed space and all
those basics, [which] sometimes ...get.lost

A few other participants claimed that the implenagion of particular policies
and practices would improve supervision within therganisations. Barney, for
example, asserted that a reduction in the worklocadied by supervisors and
supervisees would increase the frequency of sugierviand enable the parties to be
“more comfortablg Similarly, Hannah outlined two areas with a putal for
improvement: first, given hercbncerns about some of the people who are pragtisin
the establishment of criteria and standards comugrwho can be a supervisor; and

second, that the feedback by external supervisshergé given to agencies) should
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include their perceptions of the agency's practened procedures, particularly when
supervising a number of workers from the same agddannah claimed, in relation to
the second area, that external supervisors pickedaulot of information of a
developmental nature about the agency and its ipoaers, yet the only information
they were invited or required to provide in feedba@s if they had concerns about the
practice of a particular worker.

The improvements referred to above also correspotidthose suggested in the
postal survey for social service organisations (€kapter 5). This similarity was
strongest with regard to supervision practice irmg of knowledge, the skills and
training of supervisors, and the supervision emrment (particularly in the areas of
choice, time and space, external supervision afidig® and practices about workload

and feedback).

Improvements within the ANZASW

Many of the participants suggested that the ANZASWUId improve supervision
among members through its competency programme/ornay increasing its
professional presence and activity for membersaarttiéough branch level initiatives.
Interestingly, the postal survey respondents didsuggest any improvements within
the ANZASW. A possible reason for this could bet ttieeir personal experiences of
supervision and the influence their organisatios, i@ more obvious than that of the
Association in their day to day practice. In othvards, the Association’s influence and
presence may only come to the fore when membeid predessional advocacy or they
need to refer to the ANZASW supervision policy stagént (ANZASW, 1998) or their
five yearly competency assessment is due.

Comments about improvements through enhancementtheocompetency
programme concerned the development of a supesvisompetency programme as a
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way of tightening up things, raising standards anduring that social workers were
receiving good supervision. One participant (Hajvalso suggested that “short
presentation on a supervision session, how you# iusnd the issue you coveréd
could be included within the competency assessiessupervisees.

A majority of the sixteen participants suggestedt tthe ANZASW could
improve supervision through a greater professigmasence and more activity in
support of its members. Cara, for example, statedl there needed to benbre of a
presencéamong members within her organisation, partidyléor those who received
inadequate supervision. Similarly, Keri thoughtttttee Association needed to provide
“more information...about the process and what'seetqul of superviseesas well as
being more proactive by informing agencies and nemiof its supervision policy,

standards and the rights of members.

Among the participants who commented that the Aasoa could make
improvements by more actively supporting membédrstet were a number of differing
ideas. These included: Felicity’s idea about hadngervision conversations that went
beyond this is the policy and this is the list of supervisofs Cara’s idea that the
Association needed to increase its oversight anditoring of members’ supervision;
Odette’s idea that the Association ought to ‘laelvocating for members to be
supervised by membersand Rima’s ideas regarding the need to train tvens in
supervision and to establish a supervisees’ integesup akin to the supervisors’
interest group. Tamara, on the other hand, emptddle Association’s professional
development role, suggesting that articles on dsdudsions of Supervision mod€ls

should be included in the Association’s journal.

Some participants also commented on how supervistad be improved by

initiatives at branch level, such as by providilnguims, peer supervision groups, and
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supporting members through advocacy or mediatiorrwthey run into trouble..
Belinda, for example, indicated thgt€er suppoit by someone from the local branch
could have helped with sbme advice on how to address the difficulties she
experienced in supervision, as well as providing héh “some advocatyand
“mediatiori in relation to the management of her organisation

Only three supervisees, Belinda, Keisha and Tanmamamented on how the
registration of social workers might improve sup&ion. Belinda and Keisha thought
that it could do this via competency assessmentssiipervisors, whereas Tamara
suggested that the SWRB could make supervisimoré professional by setting

requirements with regard to the supervision ofgeged social workers.

General improvements to supervision

The suggested general improvements were in thes afeaducation and training, and

interdisciplinary developments.

Education and training

Most participants identified education and traine® a means by which supervision
could be improved and of these most commented enettucation and training of
supervisees. Abbey, for example, asserted thastatlegitimate area of trainingthat
should be made available to practitioners, whileenBg mentioned how he had
benefited from such training when working in a poeg organisation. Mandy
suggested that it was needed so that supervisems Wihat to take to and how to
present in supervision; in effect they woukhbtw what they want to talk about [and
have some understanding of] ... what supervisiol@ig models of supervision, [and]

stages of supervisioghTamara, who supported this view, stated thaestipees needed
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to be taught what supervision involved to the eitbat ‘they would go out and make
sure that they're getting their needs rhet

Some supervisees wanted an improvement in theaédocand training given
by social work schools in foundation courses. Faangple, Belinda noted that
supervision was not thoroughly covered when she pteted her professional
gualification, a situation that would have beenrioved by doing fole play...exercises
and situation% so that she was aware of the difference betweeoadgand bad
supervision. Felicity also suggested that sociakwining courses needed to provide
students with agreater understanding and educatiabout supervision to ensure that
they had the necessary foundational knowledge kifid. dnterestingly, Keri, the only
participant undertaking a student placement, thotight her course needed to include
material about being a supervisee and that studgmaisid be givenrhore knowledge
about the process [of supervision]...what to bring.d.arat to discus$

Overall, the above comments correspond with a ldpireg theme within the
supervision literature regarding the education opesvisees about their role in
supervision (see: Carroll and Gilbert, 2006; Dav807; Knapman and Morrison,
1998; Morrell, 2005). In addition, the participdnt®emments provide support for this

development with regard to both student placemedtstaff supervision.

Interdisciplinary development

Three participants (Abbey, Felicity and Rima) bete that the increasing
interdisciplinary focus within supervision would ba source of improvement.
According to Abbey, an interdisciplinary perspeetiwould lead to aValuing [of]
supervision as a practiteand recognition that while it wasattached to a person's
professiofi there was a separate [set] of skills, practices [and] beliefshat

transcended particular professions. Similarly, df#gliand Rima observed that its uptake
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by other disciplines had improved supervision witkbcial work through support for
developments such as professional education andinignfor external supervision.
Within the social work supervision literature (agghtighted in Chapter 2) the
interdisciplinary development of supervision wasntified as a theme that was linked

to the professionalisation of supervision (Bus€89® Rains, 2007).

Conclusion

This chapter aimed to present the supervisees’ratadeling of the influence of the
Aotearoa New Zealand context on supervision pracémd how supervision practice

might be improved.

Overall, the Aotearoa New Zealand context influehcie supervisees’
supervision through their responses to bicultumligheir recognition of multi-
culturalism and awareness of other differences. &tient to which these factors were
recognised, acknowledged and responded to withth sapervisee’s supervision was
related to both the individual and their organis@t response. The supervisees’
responses also reflected the communities in whiely tvere located and their personal
social positioning. Clearly biculturalism had theegtest influence upon supervision,
arguably reflecting the predominance of a bicultuethos within the ANZASW
(ANZASW, 2009a; Beddoe and Randal, 1994; Nash, p0Barprisingly, only a few
participants identified a need for improvement @lation to the application of the
Treaty of Waitangi within supervision. An explamati for this maybe that the
participants’ attitude to biculturalism was refiget of that held in wider society by
New Zealand European/Pakeha, and that they agré&édbwulturalism in principle
rather than being committed to it to the extentttii@ey would be personally

disadvantaged or risk losing something (Sibley lamic 2004).



Multiculturalism was acknowledged to a much lessdent than biculturalism.
This finding aligned to some degree with that oENand Trlin (2004) concerning the
need to develop multicultural competencies withimcial work supervision, and
DeSouza’s (2007) concern about the lack of attantm multicultural relationships
within the local supervision literature. These Hsssuggest a need to develop a local
response to multiculturalism that complements &fanade within the social work
profession towards biculturalism and recognitioradffreaty of Waitangi based society.
The only area where there appeared to be a defmmweergence between a bicultural
and multicultural perspective was in the three {miof view expressed concerning
cultural supervision, namely: a) that it for was dvia b) that it involved being
supervised from within the same culture; and c) ithaas supervision of clients from a
different culture to that of the practitioner. THisding echoes the debates within the
supervision literature concerning whether cults@bervision is solely for practitioners
from indigenous and minority cultures or whethershould be available to all
practitioners to assist them to work in a cultyradhfe and competent fashion (see:
Autagavaia, 2001; Hair and O’'Donoghue, 2009; Nasth @rlin, 2004; Nash, Wong,
and Trlin, 2006; Su’a-Hawkins and Mafile’o, 2004 a\dh-Tapiata and Webster, 2004).
It may also provide a starting point from which ¢tonsider a broader cultural
framework for supervision.

The participants thought that supervision couldif@roved. Generally, the
improvements suggested corresponded with thosdifideinin the postal survey (i.e.
improvements regarding the practice of supervisitieir supervisors and the
supervision environment), with the only differentesng suggestions made with regard
to: a) the ANZASW’s competency programme, and suppod advocacy for its

members; and b) education and training in supemisi
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In conclusion, the general tenor of the supervispesspectives was that they
attempted, where possible, to recognise and resporitie Aotearoa New Zealand
context within their supervision. They were awarke how supervision could be
improved, and were willing to address areas relatetheir personal situation. At the
same time, they appeared realistic and practicalitatine challenges and complexities
of their social work practice, supervision relaships within their respective
organisations, and the differences present in thgiervision arrangements which were

influenced by or the product of their different aoomity settings.



CHAPTER 8

CONSTRUCTING SOCIAL WORK SUPERVISION:
THE SUPERVISORS’ PERSPECTIVES

This chapter is the first of two that reports fimgs from the eighteen supervisors’
interviews. The chapter itself is in three pantsthe first part, the supervisors’ personal
features, backgrounds and experiences are presditisds followed by an exploration
of their constructions of supervision (i.e. how ythdefined and described their
supervision), and the third part explores the grfice of contextual and personal factors

upon their perspectives.

Supervisors’ backgrounds and experiences

The supervisors’ personal features and backgroaneldescribed below in terms of
their gender, age, cultural identity, and profesaidbackgrounds which include their

social work practice, supervision experiences armhgements.

Personal features

The supervisors were predominately female, ageddmat 30 and 49, and mostly
Pakeha/New Zealand European (see Table 8.1). Camgpaese features with those of
respondents in the postal survey it was found thatsupervisors interviewed were
similar to the survey respondents with regard tadge, but younger in age, less
representative of the Pakeha or New Zealand Europahural identity, and slightly

over-representative of Maori and Indian identities.
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Table 8.1 Supervisors’ personal features

Feature % | N
Gender
Female 77.8 14
Male 22.2 4
Age
Between 30 and 49 77.8 14
Between 50 and 69 22.2 4

Cultural identity

Pakeha or NZ European | 50 9
Maori 16.7 3
Indian 11.1 2
Not stated 222 4

Professional backgrounds and supervision experience S

Table 8.2 presents an overview of the participaptsfessional backgrounds ordered
according to their fields of practice. It is evitlehat the supervisors had a variety of
social work backgrounds in terms of their field(d) practice, years of experience,
professional qualifications and supervision quedifions or training. Most worked in

either the Health or NGO fields of practice, angefivere engaged in private practice
whilst also working in another field of practicehdir social work experience ranged
from 1-5 to more than 25 years, with the majonitythe 11-15 years category. All but
three held recognised social work qualificationd atl but four had either supervision

qualifications or training. They also had exper&o€ a range of supervision types, with
16 out of 18 having provided more than one of ike fypes of supervision identified

(see Table 8.3).
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Table 8.2 The supervisors’ professional backgroursl

Participant Field(s) of Years of social Recognised Supervision
practice work Experience | social work training or
gualification gualification
Ben Health Not Stated Yes Certificate
Elton Health >25 Yes Certificate
Iris Health/ Private  16-20 Yes Certificate
Practice
Kiri Health/ Private  16-20 Yes Workshop/ Course
Practice
Sam Health 11-15 Yes Certificate
Vicky Health 6-10 Yes Certificate
Zara Health 11-15 Yes Workshop/ Course
Becky NGO/ Private 11-15 Yes Diploma
Practice
Faye NGO 21-25 Yes Workshop/ Course
Ivy NGO 11-15 Yes Workshop/ Course
Narmada NGO 11-15 Yes None
Ripeka NGO 11-15 No None
Shakti NGO 11-15 Yes Workshop/ Course
Ted NGO Not Stated No Certificate
Fred Education / 21-25 Yes None
Private Practice
Halle Education/ 1-5 No None
Private Practice
Pearl Education 11-15 Yes Diploma
Laura Child Welfare Not Stated Yes Diploma

Table 8.3 Types of supervision that the supervisorfsad provided

Participant

Student
placement

Internal
Line
management

Internal
Peer

External

Cultural

Ben
Elton
Faye
Fred
Halle
Iris
Ivy
Kiri

Pearl
Sam

Ted

Zara

Becky

Laura
Narmada

Ripeka
Shakti

Vicky

AN N N N N N NEN

<

v

OO R ]
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Student placement supervisory experiences

Among the thirteen supervisors with experiencerof/jling supervision to students on
placement there were two groups. The first groupprised those for whom this was
their first supervisory experience, and of thesdigipants most indicated that student
supervision was a means by which they progresgedstaff supervision. Ivy illustrated
this:
| became a supervisor ... once I'd done enough tngirto be a field work
teacher. I'd done enough post ... qualification wad | went back to University
and did my ... induction training, and immediatelxdmme a supervisor, a field
work teacher/supervisor... And then | took on mafr@... role of mentoring and

bringing [new social workers] up to speed ...and [diots of peer supervision,
then | really got more full on into supervisingsafveral staff.

The second group comprised those who had experiehsepervising staff, or had
moved out of a line management supervisory role retarned to front-line practice.
For most of this group, student supervision conoted to their supervisory
development by helping them to refine their processticularly around linking theory
and practice and the use of contracts. Shakti,ef@mple, said that as a result of
supervising students she was:

More considered ... consciously relating theory tagtice, going through the

curriculum with them, and therefore having to dbthe written contracting and
recognising the value of that

Two supervisors (Laura and Pearl), who had returtedront-line roles after a
challenging time supervising staff in a line marmagat capacity, indicated that the
positive feedback they received from supervisingdsnts helped them regain their
confidence within the supervisory role. This eneg@&d both supervisors to start

providing external supervision.

Internal line-management supervision

Eleven of the eighteen participants had experieatebeing a line-management

supervisor within an organisation. It was by appoent to this position that the
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majority became supervisors, whereas for othelis #ppointment to this position came
after they had provided either student placememixternal supervision. Most of those
appointed into the line-management supervisor aescribed how this generally
occurred after they had a number of years (usualtye than five years) of post-
qualifying experience as a social worker. In additithey described how they based
their initial supervisory practice on their expedes as supervisees and indicated that
they learnt to supervise through a process of ama error involving both positive and
not so positive supervisory experiences.

Ted and Becky were two examples of supervisors after having provided
only external supervision, became line-managemapersisors. Both were challenged
with regard to the authority, responsibility andwgo that was part of this role. For
Becky, it involved being the meat in the sandwitlbetween the practitioners and
agency management, when she tried to balance a fotpractice with one of agency
compliance. Ted noted that imanagement supervision...there’s a bigger differemce
power and, unlike external supervision, the supervises1't have any choi¢evhich
meant that the only negotiation that would occuncewned how they would work
together within that relationship. Both Ted and IBedndicated that internal line-
management supervision had given them a broadegrstashding of the supervisory
role from the perspective of their respective agenod the pressures that arise,

particularly with regard to the monitoring staffrfigmance and practice.

Internal peer-supervision, external and cultural syervision

The 10 participants with experience as an intepaegr-supervisor mostly gained their
experience in the health field, becoming supergisas a result of their seniority as
practitioners or through a process of peer-seledind agency approval. Like the line-

management supervisors, all but one of the peeersigors based their supervisory
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practice on their experience of supervision as isigEes. The exception was Elton,
who was inducted into the role through a combimaté mentoring from experienced
supervisors and supervisory training courses. Gdlgethe peer supervisors provided
clinical or practice focused supervision in additto their social work practitioner role,
rather than as a change of role which was thefoaske line-management supervisors.

Most of the ten participants with experience adviding external supervision,
did so as part of a private practice an adjunt¢héir work in another field of practice,
having already established themselves as eithmearanagement or peer supervisor.
Becky and Ted were the exceptions here, becaugestaged supervising practitioners
as part of their respective private practices astth had completed supervision training
prior to offering a supervision service.

Only three supervisors had provided cultural supem. Of these Halle
provided this form of supervision mainly to Maomaptitioners, focusing on their
cultural development and safety, while Pearl pregidsupervision based on Maori
cultural practices for Maori social workers. Freah the other hand, had provided
cultural supervision that was primarily concernedhvhow to work effectively with

Pakeha (Non-Maori) New Zealanders to a Chineseabaarker.

Arrangements

The supervision arrangements the participants werelved in at the time of their
interview included a variety of settings, with @ifing numbers of supervisees, as well

as a range of frequencies and venues.

Settings
Two types of settings were described: agency-basedexternal. The agency-based

settings included non-government organisations (K)Gistrict Health Boards
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(DHBs) and a statutory child welfare service, whhe external setting was a private

practice one.

Agency-based settings

Among the seven participants who provided inteswgervision within an NGO, six
provided administrative supervision alone. Only prgvided ‘a mixture of clinical and
administrative supervisiohAll seven participants supervised a team of peeyth the
numbers ranging from four volunteers (supervised-aye) to nine staff (Ivy, Shakti
and Ted). In addition to supervising social workdige participants also supervised
staff from other professions. For example, Ivy ediathat her team consisted @faltly
childhood educators, social workers, counsellonsjgdand alcohol workers, outdoor
adventure-based therapists, [and] people with téaglvackground$ whereas Shakti's
supervisees were from a range of disciplines aothdied ‘sometimes a social work
student ... a psych[ology] student, ... clin[ical] psjatogist]s, a Maori mental health
worker, a Samoan specialist clinician and sociatkers.”

The seven participants who worked within a Distriié¢alth Board setting
provided internal supervision, mostly clinical sopsion to colleagues. The number of
supervisees varied markedly: Ben, Iris, Kiri andRyi had three supervisees each, Sam
six, Zara seven and Elton fourteen. Elton had nsogeervisees than usudi€cause of
[the] exigencies of the momérdnd his need to cover the supervision providedaby
colleague who had left and had not been replacexbt Mif these supervisors said that
their supervisees came from a similar work setiinthemselves.

The only other participant who provided superviswithin an agency setting
was Laura, who, as a senior practitioner in a gigtusocial work service, only served

in an acting or substitute capacity when her teasugervisor was away. On those
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occasions, she supervised a team of four supesvibe¢h administratively and

clinically.

External setting

Among the seven participants who provided supewmisn an external setting, the
number of supervisees ranged from four to ten. H&ecky, Iris, Kiri and Ted)
provided external supervision as part of a priyatactice separate from the internal
supervision they offered within their employing angsations, whereas the other three
(Fred, Halle and Pearl) provided it as a consuitadhat was an adjunct to their role as

social work educators.

Frequency and venue of sessions

The frequency and venue of sessions varied aca@tdirthe needs and wishes of the

supervisees, and the convenience of both the sspeland supervisee.

Frequency
For most supervisors, the frequency of sessionedaccording to the supervisee’s
experience, need and part-time or full-time empleginstatus. Elton provided an
example of how his supervision frequency variedoetiog to the supervisee’s
experience:
Weekly for ... a new graduate through to fortniglfolypeople who sort of have a
year in the place, through to between three and feeekly (definitely once a
month) for the other experienced practitioners
Sam similarly described a graduated session frexyubased on experience when she
said:
... [supervisees] new to the organisation and nevedoial work ...get weekly
supervision... Then after probably six months, lang move people to ... two
weekly, and then after probably a year, they wadtdmoved to ...three weekly,

and then someone who’s been here five plus yearklwsually choose monthly
[supervision].
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Sam also varied the frequency of supervision adgegrdo a supervisee’'s needs at
particular points in time:Like somebody who'’s [normally] monthly, I'm actyadleeing
weekly at the momentvy provided an example of supervision frequeneyying due
to the supervisee being employed part- or fulletisupervision for full-time staff being
fortnightly, while part-time staff were seembnthly with...any debriefing...[occurring]
in between [those] timésFour supervisors provided internal supervisian a fixed
frequency; Narmada and Shakti saw superviseesidbtty, while Ripeka and Faye
reported a monthly frequency. Only two supervisiescribed the frequency as being
“fluid”, i.e. dependant upon their supervisee’'s wishékt surprisingly, participants
providing internal supervision saw their supervisemore frequently than those
providing external supervision.

Generally, apart from the twdltid” frequency cases, the other frequency rates
reported were aligned with expectations outlinedthie ANZASW (1998) policy
statement; namely, a graduated rate based on erperwith fixed weekly, fortnightly
and monthly frequencies based upon experienceawtiation permitted for part-time
workers. In addition, the frequency findings royghligned with those reported by the
postal survey respondents (Chapter 5) and by thergisees (Chapter 6).

The prevalence of supervision within the particigaduties was indicated by
the average number of sessions they reported. t¥pisally ranged from two or three
sessions of internal supervision per week as regobny Ripeka and Narmada, to
Becky’s five or six sessions per week for bothrinéé and external supervision. Elton,
with fourteen supervisees, reported twenty-fivehioty-five supervision sessions per
month (i.e. between one and two supervision sessmer day). The duration of
sessions, was one hour for all but one of the @pants, the exception being Pearl who

said that the length of her sessions wa®bably two and a half hours
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Venue

For most supervisors the venue for their sessiassthweir office, which was identified
as the most convenient and comfortable site fortimge For example, with regard to
convenience, Sam’s supervisees usually came toffiee because she did nobdve

the travel time to get to théndue to other work commitments, whereas Narmada’'s
supervisees decided to have their sessions inffiee because unlike most staff offices
(apart from two designated interview rooms) it vias only one not shared. Narmada
was mindful of the need for a private space.

The comfortableness reason was well illustratedrtad, an external supervisor
who thought there weréntige advantagégor supervisees in having a space away from
their work for supervision and that coming to hioe helped themtb separate it out
physically and emotionally [from their workplacg] Supervisee comfort was also the
reason Shakti gave for supervision occurring in tiice. Staff had requested that
supervision occur in a space separate from whene shw clients, and because Shakti
did not see clients in her office it was designaedhe supervision space. Finally, Ivy
and Ripeka mentioned that while most of the sug@mithey provided occurred in
their offices, they would sometimes go to a cafthwai supervisee and have coffee. For
Ivy, this depended upon the supervisee or thequéati circumstances, and tended to
occur when she was supporting and debriefing arsigee. Ripeka, however, took a
supervisee to a café when she sensed that theyotlidant to be in the office.

Overall, the arrangements described by the sugmsii reflect those described
in the social work supervision literature (see:d&erand Mizrahi, 2001; Kadushin and
Harkness, 2002; Tsui, 2005). Viewed as a whole, pheicipants’ backgrounds,

supervision experience and arrangements indicaa¢ tiey are representative of



supervisors with a social work supervision backgoband had sufficient experience

upon which to base their perspectives concernipgrsision.

Supervisors’ constructions of supervision

In this part, the supervisors’ constructions ofesufsion are discussed in two sections:
the first explores their definitions; while the ead overviews the stages, content and

process of their supervision sessions.

Definitions

The supervisors’ definitions (whilst differing indlilually in emphasis) reveal that they
constructed supervision in terms of its objectiiesitures and functions. Distinctions
were also made concerning the kinds of supervisiba, supervisee population and

about how supervision was distinct from other edadctivities.

Objectives

Five objectives were identified: developing supsees; enhancing their practice;
assuring safety; providing support; and adhereoncerganisational and professional
requirements. The objective of developing supeessgas particularly evident in
descriptions of supervision as being: fogréwth and developmént(Becky); to
“develop the individual(Fred); “a place to develop [supervisees] furth¢Bam); for
“developing people’s practitéLaura); and as adevelopmental.process (Iris). The
second objective, enhancing the supervisee’s pEctvas most apparent in Becky's,
Faye’s and Kiri's definitions. Becky noted thafpswision was the place where one
checks that practice is the best...it can”b@nd contemplates how it could have been
done differently. Faye expressed a similar viewnvblee said thatsupervision is about
helping you to do the job that you do bettefor Kiri, however, the purpose of

supervision was based upon the fact that the siggerwas Working with a client base
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or people... seeking a serviceand in order to deliver that service effectivelye
supervisee seeks assistance from a supervisorridgsafety, the third objective was
also concerned with the supervisee’s practice; hamdéth helping the supervisee to
recognise and work through ethical issues and dangesituations. Laura emphasised
this objective, saying that supervision in her diedf child protection was very
orientated towards a child being kept safe

Providing support, the fourth objective, involvediet provision of an
environment that facilitated supportive reflectidrhis included refraining from any
“negative putting down(Elton), so that the supervisee could unload badable to
cope with what's happeniiign their work (Vicky). According to Sam, this dajtive
was most apparent when supervision met the praofiesisiand personal needs of
supervisees, so that thegome away ... feeling supported, upliftadd listened to. The
final objective, adherence to organisational arafgesional requirements, included the
responsibility to preserve the organisatidn(Zara) through respecting lifie
management ...and all the policin@hakti) within organisations, as well as obsegvi
“ANZASW guidelines... [namelyie code of ethics and standards of practites).

The five objectives aligned with the “competencyc@untable practice,
continuing professional development and educatiath personal support” objectives
named within the ANZASW Supervision Policy’s (ANZXAS 1998, p.1) definition,
and those of Morrison (1993, 2001) from which theZASW definition was derived.
They also correspond with those of the supervisegth the only clear point of
difference being the supervisors’ objective of adhee to organisational and
professional requirements, which was not refergedy the supervisees. A probable
explanation for this difference is that supervisérave a greater sense of their

responsibility and obligation to maintain and monitompliance with organisational
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and professional standards (see: Kadushin and HEsskr2002; Morrison, 1993, 2001;
Tsui, 2005). As noted previously, this alignmennat surprising given that all of the
supervisors were ANZASW members and that Shep983) noted a high level of
awareness of the ANZASW policy amongst her respotsdemost of whom were

Association members.

Features and functions

Only two features of supervision were identifiedsE as illustrated by Ted, Shakti and
Ripeka, that it was a reflective process. Ted desdrsupervision asa”“ process of
reflection or reflection in action around someonefsggagement as a social worKer
which was fnuch wider than...client interactions [and incluglethe worker and their
professional identities and ...performanc¢eshakti emphasised that it waa process
of reflecting on practiceand making sense ofttfe what, how [and] whyof the
supervisee's actions and decisions. Finally, Ripskal that supervision involved
“Reflecting on processes and ... how that influencesactice”

The second feature of supervision, a partnershipvden the supervisor and
supervisee who worked together, was illustratedEltpn and Iris. For Elton, this
working together was needetb“provide a supportive, safe and secure envirortimen
within which practice with clients could be expldrd-or Iris, however, the partnership
was evident in the tvo-way nature of the supervision relationship, process a
interaction; that is the sharing and communicati@t occurred between the supervisor
and supervisee.

The functions of supervision were referred to bly@few participants. Iris and
Laura, for example, identified the administratieglucative and supportive functions.
Iris specifically commented on how these functistemmed from Kadushin’s Modél

and had subsequently been developed by othersgtinrihe addition of arhediatiori
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function. Supervision functions were also identifin Ben’s definition. However, for
him there were only two functions: the clinical éion, which involved matters such as
“a specific case...clinical issue...[or an] ethical ig5wnd the administrative function,
which was concerned with workload and time managenssues.

The features and functions as identified abovelectdfd the social work
supervision literature. In terms of the featuréeg, teflective aspect is connected to the
reflective practice and adult learning streams wittocial work supervision that have
been developed from the work of Kolb (1984) andd®¢h{1991), respectively, and are
particularly evident in reflective learning supeien approaches (see: Gardiner, 1989;
Morrison, 1993, 2001; Van Kessel and Haan, 1998g&01997, 2002). The partnership
feature is aligned with the literature concernihg interactive and relational nature of
the supervision process, which is also describeth@sworking alliance” between the
supervisor and supervisee (see: Harkness, 1995eKdi997, Munson, 2002; Shulman,
1993, 2005). Turning to the functions identifiegdese also corresponded with those
found within the supervision literature (Erera ahdzar, 1994a; Kadushin and

Harkness, 2002; Rich, 1993; Shulman, 1993; Tsu520

Distinctions

Distinctions were made in the participants’ deforis with regard to: different kinds of
supervision; the supervisee population; and betwsgmervision and other related

activities such as therapy, direct practice andsalation.

Types of supervision
With regard to the types of supervision, distineovere made between: internal and

external supervision; and student placement anéplace supervision.
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Internal and external supervision

Seven of the eighteen participants made a distincbietween internal and external
supervision. Internal supervision was distinguislbgdits case management and task
focus as well as its location within the employmrganisation. Ted described the case
management focus when he said that the proceslw@uvbaving:
A print out of their clients and ... there’ll be foar five clients that are talked
about ...[in] some depth. There will also ... be satear direction... | might
actually say ‘Well it sounds like that's comingaim end. You need to bring that
family to closure. How are you going to do thathow do you see that?’ ... or
[at] other times | might say ‘Oh look, | notice waven't talked about the so and

so family for a couple of weeks. What's happenitith them?’ So one of the
guestions I'm [also] asking myself is what’s noingetalked about?

In addition to case management, Ted also commerged the organisational and role
dynamics of the internal supervisor role, notingtthecause he was the person who
would conduct performance appraisals he had énormous amount of power [and]
authority.” His authority included seeing that€ agency policy and procedures [were]
being appropriately applietl as well as responsibility for the agency's ceadl and
“bringing cases to closure
Ivy, Kiri and Iris pointed out the benefits and tlages of supervising

internally. According to Ivy, the advantages wetbetter relationships with the staff
[and] more of a handle on what's going on, on a ttagay basis.. I'm clearer about
the issues they’re dealing with with their cliehtdaving this knowledge, Ivy thought
she could be a stronger advocate within the service to [tHgctor, and also to our
board when necessatySimilarly, one of the benefits for Kiri of supasing internally
was the knowledge she developed of the agencyastdfbf the agency itself:

You get a lot more intimacy with the agency...amiv ithe people...you're

supervising...interact with colleagues... and [tiedues that they experience. You

also have a...close relationship with managers attner people who have a stake
in the supervision relationship and social work giiee.
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This level of intimacy contributed to Kiri'smultiplicity of relationshipsand the need
to be ‘tlear with your boundaries...and the limits of yaale.” Iris too commented on
the advantage of having more knowledge of the siges because you workn“the
same room or...area [and] you experience the péssaork and observe itHowever,
for Iris, internal supervision also meant dealinghwrganisational constraints such as
having limited time to prepare, the challengesimdifhg a room, and the pressure from
managers to fix, sort out or take responsibilitydsupervisee’s behaviour.

In contrast to internal supervision, external suis@®n was described as a
supervisee-focused process which occurred with@geapproval, and was a business
transaction between supervisor and supervisee fegttiback to the agency relying on
agreements made by the parties. Moreover, the coriatween supervisor and
supervisee was episodic and the supervisor hadéspensibility for the supervisee’s
work. Becky provided a clear description of extérsapervision as a supervisee-
focused process when she said that she supervisedpérson...as a whole, and the
practice...because they come ready to look at tiemees and [she didn't] have those
accountabilities of ...saying have they donfa particular thing and] ticking off ... that
something has been dohd&ed reinforced the view that the process wasestipee
driven, stating that: the ... supervisee...would often bring an issue atige.whole
supervision time will be engaging around that

Ripeka and lIris, on the other hand, commented enpttocess taking place
outside of the agency and the effect this had upih the supervisee and supervisor.
According to Ripeka, external supervision wasofe relaxed because...the worker [is]
outside their ...work environment, so they canl $p#¢ beans a bit more about what's
happening for therhi.However, Iris viewed being outside the agencyaapossible

disadvantage, becauseriless you make arrangements... there’s no chancédoto
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observation. So the only thing that you are loglkat in [external] supervision is what
they bring ... How do you know what they don’hgf’

Along with lvy and Kiri, Iris also raised issuesnoerning the relationship or
feedback arrangements between an external supetarsb the supervisee’s agency.
Kiri elaborated on this issue, arguing that you ehddifferent challenges where you
don't have any relationship with [the] agency..r][tow this [supervisee] operates
[because] it's self- reportage.

The only other distinction made concerning extesuwgdervision was that it was
a business transaction. Iris provided an examplerwshe stated that she wasid
more ...per hour for external supervision and felt a greater aodign to give the
“agency value for mongyTed reinforced this point, describing externapsrvision as

a “free market transactioh

Student placement and workplace supervision

According to Elton in student placement supervisiwore time was given to learning to
“integrate and think about thingsvhereas workplace supervision was more concerned
with the completion and results of the work. Pgadvided another perspective. In
placement supervision studentaré eager to learn... [and] its quite recipro¢al
whereas workplace supervision, (concerned with dotted [and] T's crossed was
investigatory (like the agency’s practice with oli€) in terms of checking, testing and

evaluating the supervisee’s practice in termsaif sissessment and management.

Supervisee populations
Some participants described the influence of dffér populations upon their
construction of supervision. Among these participaone set of comments concerned

the differences between supervising social workand non-social workers, while
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another set was related to supervising social werkem a different field of practice or
cultural background.

Becky made a distinction between social workers atfier professionals with
regard to the frameworks and knowledge bassilised within supervision. Non-social
workers created afdscinating cultural differenceand “strong dynamit where, as a
social work supervisor, she was essentialipeaking a different languagén which
“the concepts arall different” This difference was also evident in what occdrre
within supervision. Becky described how the couoselshe supervised would not
provide any information about their clients on pdy and confidentiality grounds; they
would say, What's said in the room is not shared in anywayfaim with anybody
else’ This difference was also referred to by Narmaaslho reported that counsellors
did not provide as much detail or information abthgir clients as the social workers
she supervised.

Another distinction made was between supervisind parkers and volunteers.
According to Faye, volunteers, unlike paid sociabrkers, ‘don’t understand the
benefits of supervision or what should happen mesusion” They thought that they
were ‘just going to have a chatThis meant that she had to providguite a bit of
education around what supervision [i5fs well as help for the volunteer to become
accustomed to it until they started to internatiseritual of supervision.

Regarding the supervision of particular groupshimitsocial work, there were
differences between different fields of practiced atealing with supervisees from a
different cultural background. Iris, for exampleffetentiated between supervising
people from Similar work area’ or fields of practice and those from other ardas
she ‘didn’t know enough abotitThis difference concerned the knowledge thatwhe

able to use, and whilst she knethét supervision is about process and...relatioriship
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she thought that there wetbetter outcome[s] from the supervision... [where Véja
knowledge about the area they are working in. | fe® a better job as a supervisbor.
Clearly, the point of difference was that for syion within a field that she had
knowledge of, Iris could engage with both the cahend the process in a confident and
competent way. For supervision in fields of praztsthe had no knowledge of, however,
she was less confident in engaging with the condgict more likely to focus on the
process.

Halle, a Maori supervisor, commented about supenyipeople from a different
culture and constructed these differences as dmhgeen supervising Maori and non-
Maori. According to Halle, Maori supervisees hah “ability to relate to each other
[within the context] of a Maori worldview and... [hathe humour, and ...[were] able
to engage in all the different emotions...as Maadri our understanding of the
situations” In other words, theytfave a sense of what it means and a commonality of
understanding around being...MadrBut with non-Maori superviseesgtiite extensive
discussiongwere needed]...at the beginning of [the] relatibis around that cultural
differencé and from those discussions theydnted to ...have another framework...to
...explor[e]...their...worldview In other words, cross-cultural supervision rielaships
differed from those that occurred within her owirture because of the need to discuss
the differences between herself and the non-Mamésrisees, and the need to educate

them with regard to Maori cultural perspectives.

Distinct from other related activities
The third distinction concerned how supervision whferent from other related
activities (i.e. therapy, direct practice and cdtagion).

Among those who distinguished supervision from dpgr Ben, for example,

asserted that supervision was) “a sense a therapeutic process...because it's a
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clarifying and enabling process, but it's not...a gsytherapy. In supervision one
worked up to the point of récognitiori of the supervisee’s personal issues, the
resolution of which occurred outside of supervisiwith someone else. The other
supervisors who differentiated supervision fromrdipy agreed with this distinction.
According to Ben: that distinction ... [is] important ...otherwise youéhd up as a
therapist for supervisees and | don’t believe thaty rol€e.

Shakti described the distinction between supemisiod direct practice as being
concerned with the purpose and nature of the oglstiip involved. She noted that the
supervisor had a greater familiarity with supergsefrom the workplace and
professional contact as well as a collegial refeiop. In direct practice, however,
social workers have less familiarity with theirerits and the relationship is focused on
service delivery.

Supervision was also described as being distimeh fconsultation. In Becky's
view supervision wasd' sacred spacé while “consultation...conversation, checking
and peer stuff [did not] have the same sacredhelstkewise, Ben thought that
supervision had boundaries and structure, whereassutation was unplanned,
unstructured and occurred when there was a patiaded. For Sam, however, the
difference between supervision and consultation wraes of scope, with consultation
only being about theissue that’s exploreti while supervision was concerned with a
wider range of things such as professional devedspirand support for the worker.

The participants’ construction of distinctions beem specific types of
supervision, internal and external, student placeraad workplace, whilst indicated in
the Association’s policy statement (ANZASW, 19983rer not widespread within the
literature. In fact, they were found in only a felaces with the American Board of

Examiners in Clinical Social Work (2004), ltzhakp001) and Jones (2004),
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commenting upon and identifying a distinction betdweinternal and external
supervision. Jones (2004, p.16) noted that the Idpreent of external sites of
supervision indicated that supervision was changiog the traditional organisational
model towards one which acknowledged the changrggrosational and professional
context with regard to both accountability and heag within social work. Regarding
the differences between student placement and wam&staff supervision, Bogo and
McKnight (2005) and Tsui (2005) asserted that destiie obvious similarities in the
one to one model used, there are clear distinctietaeen the supervision of students
on practicum and staff supervision, particularlyhaiegard to the purpose of each form
(namely, learning for practice for students, velislsperformance and safe practice for
staff).

From the literature searched, the distinctions betwthe supervision of social
workers versus non-social workers, and social wsrk®m different practice areas did
not appear to be addressed, apart from: O’'Donogh(@804) guidelines for social work
supervisors engaging in cross-disciplinary sup@&misand Simmons, Moroney, Mace
and Shepherd’s (2007) exploration of the challenigeslved in cross-disciplinary
supervision. The distinction between the superaisid different cultural and ethnic
groups has been made in the New Zealand literatitreregard to supervising Maori
and Pacific peoples (see: Bradley et al., 1999;efu 2005; Su'a-Hawkins and
Mafile’o, 2004; Walsh-Tapiata and Webster, 2004;0b&r-Dreadon, 1999). Turning to
the international supervision literature, constingtdifferences in relation to the
supervision of particular population groups hadluded research studies concerned
with: culturally sensitive supervision between &raupervisors and Ethiopian student
supervisees (Arkin, 1999); a comparison betweenvBlaAmerican and Caucasian

supervisors in Indian and State child welfare agen¢MacEachron, 1994); ethnic
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sensitive supervision in relation to Hispanic p@poins (Ramierez, 2001); and
culturally sensitive supervision for Chinese sowiarkers in Hong Kong (Tsui, 2001).

Finally, the distinctions made by participants begw supervision and consultation,
therapy and direct practice, clearly reflect angralwith distinctions made in the

supervision literature by Barretta-Herman (20019rrrd and Goodyear (2004), Bogo
and McKnight (2005), Kadushin and Harkness (200@unson (2002), and Tsui

(2005).

Taken as a whole, the supervisors’ showed that thefinitions in terms of
objectives, features and functions aligned with ANZASW (1998) policy statement
and supervision literature, while the distinctidhey made indicated that they were
engaged with the developments and issues presémnvsupervision as indicated by

the research literature in New Zealand and abroad.

Descriptions of supervision sessions

The supervisors were asked to discuss and reviezzcent supervision session during
their interviews. This exercise revealed that tiseipervision sessions involved stages,
and phases and were marked by variations in betltdintent and the problem solving

process, and by differences in the recordkeepiagtioes.

Stages and phases of sessions

From their review five specific stages were ideatlf namely, preparation, beginning,
planning, working and ending, and within each stidogee were two or more particular

phases. Table 8.4 provides a summary of thesesstagkphases.

221



Table 8.4. The stages and phases of the supervis@sssions

Stage Phase

Preparation Reviewing records
Thinking about the forthcoming session

Beginning Starting
Checking-in
Planning Agenda setting

Prioritising items

Working Clarifying and exploring the story or igsu
Decision making and task setting

Ending Reviewing what was covered
Finishing up the session
Finishing the notes

Preparation for supervision
Preparation involved two phases: reviewing the mds0and thinking about the

forthcoming session. The amount of time given &paration was also mentioned.

Reviewing records

Most supervisors prepared by reviewing their resaofl the previous session with a

particular supervisee. For example, Becky saidghatwould:
Get out my supervision book for that person...haskira of what we talked about
last time. [I'll check and see if there was anyghthat was highlighted as an
action and if there’s anything that’s highlighteat fne and for them...[as well as]
if there was anything we noted to talk about nemét So, | note that down as an
agenda item

Generally, most of these participants used notgegaheir memory and to identify

actions agreed upon in previous sessions and amsithey had previously scheduled

for the session’s agenda.

Thinking about the session

Fred's comment that he wouldretall and review and think through the
issues...discussed in the last ses8ibafore the supervisee arrived, was typical ofsth

made by the participants who engaged in thinkirmuathe previous session prior to the
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next session. Kiri and Faye, for example, bothdatid that after reviewing what was
discussed in the last session they thought abawtthis discussion might be followed
up. For Kiri, this involved consideringvhat am | going to bring up and what happened
with this particular issu@ Similarly, Faye wondered how the supervisesight have
got on with some of those things [we spoke abaittlene, and] would there be any
extra supports they might need? Perhaps, what haaye gone well If there was a
“specific problerh which she had dealt with in the past, Faye wos&hrch out
information for use in the next session (e.g. thbeéel for dealing with violence for [a]
women's grouf). Vicky, on the other hand, considered what wesussed previously
in terms of the tasks that need to be completed, either by mysdifeosuperviseé as
well as what the supervisemight ... be talking about toddy

Like Vicky, some of the other supervisors also tjiduabout what the
supervisee would be bringing to the session andcated that they would try to
mentally plan accordingly. Iris, for example, trieal imagine what might happen by
thinking about the issues the supervisee was goirliying, as well as how she would
work with these issues and manage ayprehensiohshe might be feeling.

Other supervisors thought about the superviseeopally. For Elton, this
involved thinking about who the supervisee was:some ways shaping my approach
to the persoyi and whether anything specific in the way of informatiowas needed
for a particular supervisee. Laura tried to focysnbagining what it would be like to be
in the supervisee’s role, and Zara also used hagimation in relation to forthcoming
sessions. Among thehings running through my head all the timsaid Zara, were
thoughts about each supervisee in termshoiv' things are for themi?Or, “how much

stress they are undéer?
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Paying some attention to the setting in which suip®n occurred was the only
other kind of preparation reported. Such prepanatiovolved: first, minimising
interruptions, as illustrated by Narmada who wdlldt the staff know ... to leave her

alone” and second, providing hospitality for the supsee (e.g. by preparing a drink).

Time spent

The time used to prepare for sessions ranged fandiyhany time through to about half
an hour before the session. Ivy was at the hardly tame end of the continuum,
because she did not have the time to spend inctefteor preparation. Instead, she
would “be doing [other work] and ... waiting for [the supisee] to come ifi The
pressure of work also affected Zara and Ben. Zawaldv“fly from one thing to the
other with little preparatiori while Ben said that if he was rushed there was timé

for preparation, whereas at other times it could'te® minutes, [or a] quarter of an
hour.”

A set period of preparation was reported by Narmdgecky and Shakti.
Narmada and Becky would start preparing five miadtefore the session, while Shakti
began ten minutes beforehand when she maaeip of teaand asked if the supervisee
wanted one. In contrast to the other participafied claimed he had become

“reasonably disciplinedl leaving himself half an hour for preparation.

Beginning

The beginning stage consisted of two phases:sgartand a checking-in.

Starting

The starting phase commenced with the arrival efsipervisee and appeared to reflect
each supervisor's particular style and/or theiresuigsee’s preferences. For example,

rather than engage in a social catch up (becaussgharly saw his supervisees outside
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of supervision sessions), Ben started by askiMgh&t do you want to bring to this
sessiof?” Elton described the transition that occurrdbrh hello and nice day to
supervisiofi as a process ofsecuring the environméntwherein they found a room,
closed the door and turned off their phones, béfersaid: Okay shall we start now?
Sam'’s sessions usually started withsigh of relief that she and her supervisee had
arrived at supervision because they had both bashing. They then settled in by
getting a drink and returning to the room to sthet session. Three other participants
(Becky, Shakti and Iris) spoke about how some efrthupervisees had chosen to start
their sessions with a prayer, karakia (Maori pragera moment of silence. Overall, the
commonalities and diversity in starting sessionsewserhaps best captured by Ripeka
who said:
Some of the workers will g@Whew this is what's happening to me. I've got this
big case ...and ...l don’t know what | am doing tiese we go with tha{Yet at
other times]I'll ask where they’d like to start, and nine timest of ten it's case
load. ... Or we might start with ...‘How’s things ggifor you:
Checking-in
Eight supervisors described a checking-in phasectwimvolved inquiring about the
supervisee’s emotional state, general well-beiognfort and activities. For example,
Halle described how she wouldHeck-in around well-being...where [the supervispe
at and...[identify] some of the key areas that thepfsvisee] is wanting to discuss
Similarly, Faye’s check-in included questions rethto the supervisee’s comfort (e.qg.
“Is this comfortable for you? Do you want a drinkR®here do you want to si)? After
the supervisee had responded to such questions,wayld ask about their emotional
state and well-being (e.gHbw are you today?y, and then theck out how they’re

feeling and ... gradually work into the sessidns and Vicky asked similar questions

to obtain an understanding of how the supervisesama what was going on for them.
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Most participants also commented upon the lengtinué taken in checking-in.

This ranged from Fred’s minimal check-in, thatduldn’t take more than 3-5 minutes
to Zara’s maximum of aduarter of an hout Despite not specifying the length of their
check-in phases, Narmada and Becky provided twadr&siing perspectives that
reflected each end of the above range. Becauseageecy was paying for the
supervisees’ to have external supervision, Narmatede the transition [into
supervision] very quickly, because there [was] aorenous amount of casework that
need[ed] to be talked abalitBecky, on the other hand, commented that a stiges’s
behaviour during the checking-in phase determir@d long it continued and what was
covered:

When you're ... doing this chit chat thing about reye they today... | think their

body language is one of the biggest indicators... gample] I've had people

start and the tears come and the box of tissues¢sh out and we just stay with

that. So it is very much the behaviour that dritless decision about what is the

most appropriate thing on this occasion.
Planning

A planning stage followed the beginning stage. phases of this stage were the setting

of an agenda and the prioritisation of items onatenda.

Setting an agenda

Agenda setting involved the development of a lisitems for discussion, a process
described as either a joint one or one that wasrsigee led. Most participants reported
a joint process. Elton, for example, said thg€nda is set jointiyfollowing his enquiry
about what the supervisee had on their list ang tieel negotiated the length of the
session so that it did notdsh up on us and catch us unawaiér Elton, the process
was ‘mostly guided by the supervisee's agératad “the weighting of it [was] 70%

what they’re bringing and 30% what I'm bringirid-aura too identified agenda setting
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as a joint process, describing it as one of thgquenthings about supervision within her

setting:
... one of the things that ... makes this quite a @ngypervision environment is
that the supervisor will quite often have an agend@u know, in a way that is
not my experience in other organisations where gasupervisee]... | would go
and | would fully dictate the agenda... Whatevead,band if | had one case and
| wanted to discuss one case for the hour, my sigm@r would not have a
problem with me... It was 100% driven by the gtexter. In here it is not like
that, and it never will be and it can't be. Andatk okay. So ... it's an open
agenda that you're both adding to... You're sayingl/M/ve got some stuff that |
need to talk about. You've got some stuff you ne¢alk about. This is the pie.
How are we going to divide it? What's the mostantant stuff? What can we
leave if we don'’t get to it?’

Supervisee or practitioner led agenda settinghenother hand, was a process
identified only by a few of the participants. Amathgese, vy best described the process
when she said thanfost of the time ... I'd ask them a question arouhdtus it that
they have brought today. What is it that they'@ lik discuss today? Usually we write
down the things.Having listed the items, lvy said that they thdook[ed] at what's

the priority.”

Prioritising items

Most supervisors took an active role in prioritgsimgenda items, exploring and
discussing matters such as the supervisee’s wisliesjrgency of an item in terms of
timeframe or safety, and which items were easiesfuckest to deal with. Becky, for
example, said that if the list was large she wduyldoritise the urgent thing$ while
considering vhat's on top for [the] supervis&er the things that needed to be followed
up because they wereritical [in terms of ]... timeframe or safetyLaura, on the other
hand, said that in her supervision sessions theriapt things that were prioritised
were ‘work and child safety

... That's because | want to be able to go to sleepght and touch wood, we’ve
never had a child death. Don’t want one. ...| ustknd from the death reports
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and reviews that supervision is what's going topskids from dying. So I'm

really interested in safety. So that's safety abthow a person’s feeling in

themselves. So that might be ‘How do you feelrgauanaging work? Is there

any [thing] that's nagging you, that's worrying y&u You know, so an enquiry

of that nature and ... it's kind of like a safety daeter really.
For Narmada, prioritising the list was a processcWivaried to the extent thaeéch
person [set] the tone for their supervisidorin her experience, this variation could
include giving priority to the little ones, the easier ones...or...the pressisues In
contrast to most participants, who identified ac#fiipdefined phase during which they
would prioritise the agenda, Sam would prioritigeitbentifying the ‘most important
thing first’” and then start on that. When they had finisheat tem, they would
prioritise and plan again and this sequence wouglthliothroughout the session until
Sam said: Eook we’ve only got 15 minutes left. You had tiéheothings you wanted
to talk about, which one do you want to talk abiaube [last] 15 minute$

Finally, a few participants indicated that the suee would decide the order

in which agenda items were discussed. Ben and Bafe described the process by
which this occurred. Ben stated that the superdseeled what wasfiost important to
talk about.. because it's their timé and if they were stuck or there were many
complex matters, they wouldspend quite a bit of time trying to sift throughattho
help...identify where... [they] want to stdrAccording to Ben, this involved putting the
decision ‘back to... the supervisee... [by pointing out] tim&s with that and that
also. What would be logically the best point tartstrom? In other words, he used
“fairly leading statemenitsto help the supervisee focus. Faye’s experiehogyever,
was that supervisees hatthéir order...and usually want to [start] with thingisat are

not going to take long to deal with and build cdeficé, then move on to the more

substantive items.
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Working
After the items on the agenda were prioritised,sineervisors reported that they would
work through them in two phases: first, clarifyiagd exploring the story or issue; and

second, working towards decisions and tasks.

Clarifying and exploring the story or issue

This phase, present in most of the participantstdptions, involved the supervisor in
seeking to clarify what was presented, as wellxgsoging it with the supervisee. Elton,
Narmada and Ripeka illustrated this process. E&ked clarifying questions and would
“reflect back, paraphrase ...and get them to devélepssu€ Narmada used a similar
process when she did hdlistic assessméentasking questions that helped her ptite’
jigsaw togethef. Likewise, Ripeka listened out for key words andpk “asking
questions to make sure [she had] got the pictunetwit they're saying.

As well as clarifying the story or issue being preed, some supervisors sought
to understand the supervisee’s needs in relatidghegassue and why they were raising
it. Becky, for example, described this @sdsing [out] where are they in relation to this
story they're telling...and their reason for it beiog the agenda toddySimilarly,
Shakti asked the supervisee questions likevhy are you bringing this to
supervision?...What are you trying to get from.i¥?hat are you trying to make sense
of ?’

Following clarification, the supervisors would esmd the issue with the
supervisee using questioning as well as otheregfied. Halle, Iris and Faye illustrated
this exploration process. Halle reported that skeépdd ‘by providing... different
voice$ for the supervisee to consider in a process gfasking and repackaging the

particular situation. According to Halle, the exalion was to help the supervisee:



To do all the work [by] talking about it and ... provide some other eyes,
because | like that terminology of looking at wiethappening in those events
and looking at the feelings that are being exprdsse and getting a sense of that
understanding... [as well as encouraging the supegli® be thinking differently
and also to be challenging some of her responses.
For Iris, the exploration process involved usinghtgques such as the whiteboard,
diagrams and theory as well aasking questioris and providing ‘analogies or
hypothetical cases...sometimes exaggerating [tdp Hease out [the issug] One
example of using the whiteboard as an aid was attre supervisee putup a
genogram and then discuss the systems involved. Accorttinigis:
Using the whiteboard ...externalises [the issue andje. can talk about that
instead of what's going on internally... | find thary useful. | think it's much
less threatening and much easier ... discoveringevgot two systems here.
She also often used theory as an aid, particuladpsactional Analysis (TA) to explore
challenging interpersonal issues or situationsallin Faye would start by looking at
“the positives ... [and]... negativeshen ‘do some reframing She elaborated upon this
approach, noting that forqtite a lot of the people...everything's awful,ckldand]

dreadful so she worked onréframing...those awfulise€r$o help them look at the good

things, the options and the alternatives.

Decisions and tasks

When the issues had been thoroughly explored, tattenvould be shifted toward
decision-making and task setting. Fred, for examptged that this usually began at
“the point when the [supervisee is]...having thoseHhah’ experiences and indicating
that they are now ...clear about what they need ttodlvance whatevérDuring this
phase he worked with the supervisee to name thiside@and commit to some action.
Similarly, once the issues were developed, Eltoruldoshift the focus towards

outcomes, strategies and the supervisee’s learoyngsking questions like:What
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would you like to come out of this? Would you tkéook at some strategies now, or ...
do you see any pattern in here? Do you see amyiltegin here?

The task setting aspect was illustrated by Faye\Vacidy. Faye developedésk-
centered plans, while Vicky referred to tasks being alltexh following a discussion of

each item.

Ending
The ending stage consisted of three phases: fastewing what had been covered;
second finishing off the session; and third, coripte the session notes after the
supervisee had left.
The reviewing phase, involved summarising the dismn and reviewing the
session. Becky, Fred and Faye presented threeastingg approaches to this phase.
Becky described it as astock takg in which she checked that they had covered
everything and that the supervisees wetedr about where they want to go with things
from here” Fred would give feedback to the supervisabdut what's been useful in the
supervisiofi then summarise what they had covered. In contféaye asked the
supervisee for feedback, reviewed the sessionterddrew it to a close.
There were differences in the way people finishedeasion, and addressed
practicalities such as making a time for the nesds®on. Becky, for example, outlined
differences in how her sessions finished:
People like to end differently. I've some who wanénd with just a moment of
silence before we get up and bustle on. Otherswaat to get up and bustle on
straight away... out the door. Others that wantrid e prayer. So they kind of
just ... use [the] process that works for them teshin

Sam, Fred and Shakti, however, spoke about a hagmding to the session that

occurred after they had completed their work. Baneple, Fred illustrated this when

he said that the sessiorromes to a natural end whereby the agenda has been
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completed and there is that sense that we've ddriea work heré Zara illustrated
the practicalities involved in finishing the sessiwhen she described how, following
the review phase, they would make an appointmerariother supervision meeting*
either a week or a fortnighit Finally, four supervisors commented that aftbe t
supervisee left they would complete their supeovisnotes and file them. For Elton,
Faye, Narmada and Zara this was the last phaseaawdy for them to exit the
supervision session.

To conclude, the supervision stages and phasesilikxbdy the participants
were aligned with those identified by the postalvey respondents and mirrored those
of the supervisees (see Chapter 6). They alsosmreled with those referred to within
the supervision literature (see: Kadushin and Haskn2002; O’'Donoghue, 1999, 2003;
Rich, 1993; Shulman, 1993; Tsui, 2005). The paénts’ descriptions also indicated
that there is a ritualised format to social workewision sessions, which parallels that
used in interviews within direct social work praeti(see: Bogo, 2006; Kadushin and

Kadushin, 1997; Shulman, 2005).

Content, process and recordkeeping

The participants also commented about the contahpeocess of supervision sessions,
and their recordkeeping. In doing so, they revediéférences between the content of
internal and external supervision sessions, a enoidolving process that varied

according to the participants’ needs, and diffeesna recordkeeping practices between

internal and external supervisors.

Content
The content of the supervisors’ sessions was coadewith the problems or issues

(which were personal, client, workplace and manaaggnor organisationally-related)
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that supervisees’ brought to the meetings. Theeandifference between the content of
internal and external supervision, with the formming client and work related,
whereas the latter was apparently concerned with shpervisee’s experience of
organisational and management issues and the affdbiese on the practitioner and
their practice. Shakti, for example, described dbetent of her internal supervision as
being concerned with iSsues of accountability, safety and ...in-house rieah
knowledge while Ivy's internal supervision involved staff asking for her
perspective...or help to make a decision or ... [for] Ipermission” For Zara, the
internal supervision content included a small propo of personal matters, with the
majority being tlinical or process or work-relatetd

Fred illustrated how the content of external suisgoa differed when he said
that the content of his sessions concernetbaling with organisational and
management issueaffecting the supervisee.

In contrast to the other supervisors, Kiri commdriteat in her experience (both
of internal and external supervision) the presentasue for the supervisee wasot
always the sanieas the presenting issue in supervision. Ratlmer presenting issue in
supervision included a reflection on the superviséexperience...feelings and what
they're experiencing...as well as...the presentingeiséu short, Kiri's point was that
the content of supervision was not just what wasented; it also included how it was

presented and the person presenting it.

Process

A session process that seemed to mirror the saet interview was used by all the
participants. This process involved problem solvimgsolution finding and varied
according to the type of supervision, the peoplolved and the dynamics of the

process. For example, Fred’'s description afpfoblem clarification, problem solving
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process... [whereby] the goal ... is about empoweringor..giving ... the person
strategies to deal with the situatibnwas typical. Variations in the process were
illustrated by Shakti when she commented on workiitg different supervisees:
Definitely a continuum of an average supervisiorssgm... and that's
determined by gender, age and my relationship h#m, their professional
background, how long they’ve been in the agency.ou know, | don’t supervise
my Samoan Chief who is twenty years older thanmexactly the same way as |
supervise a psych intern who is 25 and female.
Similarly, Pearl, who dealt only with Maori supesees, described how her approach to
the process was grounded in Maori protocol, andaéxgd this when she discussed the
significance of karakia and inoi (prayer and incantatidhn her supervision:
..what the karakia from my perspective does, [ishrings you to the place of
stillness and ... for me it's a time when | can chock the rubbish... and
concentrate on the stuff that's to come. And hkhhat's a real important part
for us as Maori ... and so | see it ..., bringing abiowour supervisees a balance
whereby they can just put that stuff over there
The participants also indicated that they usedowusritechniques to aid them in the

process. These techniques, referred to in the wgrktage section of their sessions,

included asking questions, giving feedback, diagnamy on a whiteboard and role-

play.

Recordkeeping
Differences were evident in the attitudes and prast concerning recordkeeping
between supervisors who provided internal and eatesupervision. The internal
supervisors recorded matters such as agenda itasks, and actions that were agreed,
and occasionally how a supervisee presented andaegg to be within the session.
Becky, for example, stated:

Internally | record essentially the agenda itemsd amaybe whatever actions

needed to happen. From time to time I've also méed how a person might be
that day if it seemed important
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These supervisors also advised that the processelmhéhey took notes during the
session, and kept those notes, had been agreedaighotieir supervisees. As Faye put
it:

We have an agreement that | will take some bub@ttmotes and then when we
meet the next time, I've already read those ndtesugh...

Only Laura mentioned that recordkeeping was reduieher organisation\We have a
policy ... that the supervision will be recorded, dhat it will be co-signed For Laura,
recording was part of theséafety and trustwithin the supervision relationship as well
as an aspect of the supervision contract. It waretbre importanthat the record was
something that both parties felt okay about, paldidy since it was ... put in a folder
and ... kept forever Nonetheless, Laura also indicated that (in actical sense)
recording was at times an ongoing chore and chgdlerit's really tempting
to...diminish it, by just trying to meet the reeunrents of the bureaucracy and forget
about the heart and the relationsHip.
Among the external supervisors there was some ai@nge about

recordkeeping. According to Becky:

In external supervision, | don’t record anythind.have a supervision journal

which | fill in just for my own reflection, ... unteshere’s a requirement...[For

example] I've got one person I'm working with thdtave been asked to write a

report [on] at the end of the period that I'm doisgpervision with them, so I'm

keeping an idea of what we've talked about therev@lt But, no | don’t. | don't

see it [as] my place to take notes, which is vetgresting because | guess that

there could be some really interesting ethical miheas with that. But | see the
listening and the conversation as more importaantthe recording.

Fred was also ambivalent about note taking andrd&eeping. On the one hand, he
thought that it's the supervisee's responsibility keep a record of their supervision,
becauseit's their time [and] their worK adding that when he attended supervision as a
supervisee it was his responsibility to write notés the other hand, he noted that from

“a professional and ...accountabilitpoint of view, it was useful to keep a minimal
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record of the issues discussed. He wondered, ifadrf@s supervisees had a serious
issue that went to court, whether he would be vieas unprofessional if he did not
have good records. Reflecting on this, Fred coredudhat note taking and
recordkeeping wasah aspect of [his] practice that ... | could devetopre”

The findings presented above concerning the cortetifprocess of supervision
generally aligned with the postal survey findingsd asupervision literature (see:
Kadushin and Harkness, 2002; O’'Donoghue, 1999, 2B@3, 1993; Shulman, 1993).
However, on the basis of the literature reviewé@dpipears that differences identified
above between the content of internal and extesngkrvision (with internal being
concerned with the work and external being centredhe worker’s reflection on their
experiences) indicate that the difference betwaesé two types is perhaps more than
the separation of specific functions or tasks gbesuision (e.g. administrative and
education or management and case consultation) Esee and Lazar, 1994b; ltzhaky,
2001). Moreover, it also signals a delineation eymegr within supervision between
organisational accountability and a practitiongrefessional development and support
(see: Garrett and Barretta-Herman, 1995; Jones4; 200ble and Irwin, 2009). The
difference between the attitudes and practicesntdrmal and external supervisors
regarding their recordkeeping reinforces this dsdtion. In the recording of internal
supervision there was clearly an organisationabaetability ethos present, whereas for
external supervision, the ambivalence (particulargsent in Fred’s comments) seems
to assume that the supervision is for the supessis@rofessional learning and
development and therefore their responsibility ¢écord. Finally, the recordkeeping
findings appear to answer questions raised by i@ites (2005), concerning the nature

and practice of recordkeeping with regard to défertypes of supervision.
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Contextual and personal factors

This part will explore how contextual and persofaaitors influenced the supervisors
perception of their supervision. The contextualtdes of organisational setting and
structures will be discussed first, and followedthg supervisors’ personal views about

their supervision relationships and role.

Organisational settings

Most of the participants suggested that their osgdional setting affected their

supervision. In this section, the influence of Heand NGO organisational settings is
discussed first. These two settings were selecéaduse in each case several of the
participants were involved, among whom particulzenmes were present (unlike the
other settings). The discussion of the influencerganisational settings upon external

supervision is also considered.

Health
The seven participants who practiced within a hesditting all described a separation
between administrative and clinical supervisionthwthe former type provided by a
manager or team leader and the latter type provined social work colleague who
may or may not have work experience in the same diteese participants also referred
to the influence of other disciplines upon the suis®n of social workers. Ben and
Elton, for example, illustrated this from differepérspectives, with Ben commenting
that:
If you have knowledge of how to supervise thencyou...probably provide quite
effective supervision for a range of social workdénsm different settings...

[because]supervision has components that probably go actiesoard and to
an extent probably go across disciplines



According to Elton the “Health Practitioners Congety Assurance Act*® affected
supervision within the service he worked for to theent that there had beemdre
dialogue...between other professions like occupatiaherapy, physio, psychology
[and] social work™ He believed that social work had a lot to offerthis conversation,
due to its emphasis on reflective practice and $oon the needs of the supervisee.
Regarding this, he mentioned how his service waskiwg toward establishing a
supervision policy and had referred badk the good old ANZASW...1998 policy
statement on supervisidnHe added that the ANZASW policy had helped sbcia
workers to successfully challenge managers who edhid reduce the frequency of
supervision to monthly sessions, thereby retaimmgkly supervision for new social
workers.

The increased level of professional scrutiny witthie health sector was another
factor identified. Sam, for example, spoke aboatéffect of inquiries conducted by the
Health and Disability Commissioner and professiadiatiplinary bodies, particularly
those inquiries which emphasised thmportance of supervisighmainly in regard to
“record keeping [and] documentation about sessioRer Sam, this meantybu have
to be careful in what you say and do and how ydlovioup’ in supervision, and as a
consequence supervision had becomere valuetl within the health sector. Despite
this, however, there was still limited traininggeparation and support for supervisors
within her organisation; indeed, supervision waskilt into their work andthey have

to find an hour here and an hour there, sometin@sdlit in their own timé.

1 This Act is concerned with the regulation of priatiers within the Health Professions. It doesinolude Social
Workers, but has implications for the practice offpssional supervision within this setting, sed@oghue, K.
(2004).
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Zara identified the provision of supervision inrau settings as another
influential organisational factor. According to Zathe supervisor was often not a local
and travelled to the rural team to provide supeéwisShe described how being an
outsider made supervisiomtich more difficult at a community leivdue to particular
interpersonal dynamics and service delivery gapsmFZara’s perspective, this rural-
city divide was accentuated by the provision ofegeconference supervision sessions
which wusually involved a city-based specialist su®r and rural generalist
practitioners as supervisees.

The issues raised by the participants within thalthesetting (concerning the
multidisciplinary environment, managerial inteniens, professional scrutiny and
accountability) are also raised in the researodrditire. For example, Berger and
Mizrahi (2001) note in their North American studyat there has been an increase in
social workers having their administrative supaoriswith a non-social worker and of
clinical supervision being provided by peers ommups. According to Berger and
Mizrahi (2001) this situation is due to restruabgyiwithin the health sector, the
consequent reduction of social work managementtiposiand the creation of larger
departments consisting of multi-disciplinary teamm&naged by a generic service
manager. Clearly there is an alignment betweenfititdings of Berger and Mizrahi
(2001) and those of this study. From New Zealasdaech into clinical supervision in a
mental health setting, Cooper and Anglem (2003) afsted how organisational change
within the health setting had affected clinical swypsion. They concluded that there
was a need for stronger links between clinical sup®n and clinical governance as a
means of dealing with the professional differeneed politics concerning supervision
in a multidisciplinary environment and to manage tisks involved in practice. The

participants’ comments above indicate a need fohsulink remains in regard to the
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governance of supervision by professions and iaticel to issues of professional
scrutiny and accountability. Finally, the pointsdaaby Sam, with regard to protection
of oneself through being careful and recordingjcaté an element of what Hawkins
and Shohet, (2006, p.198) call a “watch your backlture, wherein a focus of

supervision becomes the protection of oneself.

The NGO setting

A common point reported by the seven supervisors wbrked in NGOs was that they
provided case-management supervision to teams.obt oases, these teams consisted
of social workers and other professionals. The wipars described how their
supervisees also had external supervision with someslse and this was usually
concerned with their well-being, development aneirthexperience of being an
employee. As well as doing the case-managemergrgspn and having authority
over the practice of their supervisees, the paditis also had authority over them as
employees and had to manage the associated tenS@rexample, lvy said:

I’'m responsible for the day to day operations & 8ervice... There’s a range of
sort of things that | have as a responsibility ig mole...So ...an example would
be ... when one of the supervisees came to me ahtl saint to run this past you
and ...l need to talk to you about that'. Did thand | said, ‘This needs to be
addressed, and we need to look at the ways in whisttan be addressed’. So |
have this practice manager hat on that says thighat... has to be addressed
and we can'’t leave it. | had this other hat ontteays that what happened as a
result of that was this person did not want todwallthrough in a way that | guess
could be deemed appropriate. They had felt ... tzelycome to me and shared
something, but they didn’t necessarily want anygtdone about it, whereas | was
very clear that something did need to be done thith because it was impacting
on the whole team.

Ivy likened her role to that of a social work prasher working with clients:

| see it ... as a continuation of the work that I'dene with clients...and
...whether it's making a notification around childopgction issues, even if the
client doesn’t agree, I'm still going to make thetification, but | will always
endeavour to let them know that...So | have justi@aihat through, | think, and
that’s been really important in relationship buihdj.
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Notably, the NGO supervisors all indicated that thdtures within their
respective organisations were characterised byfa level of trust and good faith. As
Narmada put it:

There’s a huge amount of trust that's generatedhiwithe culture of this office ...
that people are fair, that ... the management is gdm be fair... you need to

spend a day here to know how... people respond $os#ti up. So it's about
helping debates... it's about respect for each ottmer honesty.

Similarly, Ted gave an example of an open and geifmal culture in his comments
about the negotiations and practices he engageditinin the case-management
supervision he provided:
There was one staff member who was quite unhappytahby appointment as
manager. She expressed some concerns about weaiméd been together in five
different agencies in the past and ... that requoedsiderable negotiation about
what it would mean ...Where we came to was thateshéh&t she was prepared
to give me a good go and we’d see how it went ga@r know, six months or so...
We also negotiated who she might be able to talk tother people of authority in
the service ...

Generally the supervisors’ comments show that tE®Nsetting influenced the
construction of supervision through the provision iaternal case-management
supervision and external supervision for staff vieling and development. In addition,
the high trust and good faith organisational celsudescribed by the participants
corresponded with the learning and developmentumildiscussed by Austin and
Hopkins (2004) and Hawkins and Shohet (2006) asgoeptimal for supervision. That

said, the question of how external supervision routies to this culture has not been

determined, and is clearly an area for furtheraede

External supervision
Although the participants who provided external esugsion held their sessions in a
home or private practice office, they were stilfeated by the organisations within

which their supervisees worked. Fred, for exampteed that there were challenges
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regarding a fack of feedbackand] accountability to the organisatiéithat paid for the
supervision, a situation which he perceived to laeseld upon the counsellor's
position...that anything that happens in supervisiorconfidential... [There is] no
discussion with ...[the organisation paying for] thepervision’ Fred thought it was
important that there werepbints of joint consultation and feedb&ackith all parties
involved, and stated thaif ‘the organisation’s paying for it, there should b contract
with the organisatiori
Iris also commented about the links between thersigee, agency and external

supervisor and said thatrying to keep within the loop when you're extetran be
difficult. She described her experience supervisiogal workers who wereemployed
...in isolation in [NGOs] where whoever...employednth[was] not clear about the
social work role” This situation was further complicated by thexdency of some
organisationstb employ fairly new graduates or ...people who aoé social workers,
but take on a social work role [and] are not cleabout what they should be doihg
Iris described this situation as one in which:

The agency doesn't know what the person's doing p&hson doesn't really know

what they're doing, and because you're an extesuglervisor it's very hard to
pull all that together

In response to this situation, Iris used superwigm socialise her supervisees into the
role of a social worker, tahelp them...see what they're meant td dmother issue Iris
identified was that because she had very limitemlh\tedge about the supervisees’ work
and workplace, she had to rely omHat they brin§j to supervision, not knowingwhat

they don’t bring.

Taken together, the supervisors’ comments highligtat the supervisees’
organisational settings influenced external sugémi in at least two ways, first, in

terms of the nature of the triadic relationshipn®sn the supervisor, supervisee and the
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latter’s organisation with regard to roles, respifises and relationships; and second
through the supervisee’s content (i.e. what theggoand don't bring) and how the
supervisor responds to this. From the literatusecdeed there is a degree of alignment
between the participants’ comments and Busse’s9200 162), critique concerning
external supervision in Germany. He asserts thertetfhas been a distinct shift from
external supervision being an exercise of profesdioautonomy, support and
emancipation conducted by an independent consutiahtbecoming an agent and tool
of management through the contracted supervis@fsendency on the employer for
their livelihood, and the advent of the three-wagupervisor, supervisee and
organisation) contract. In regard to the situatioAotearoa New Zealand, there would
appear to be a substantial level of agreement astangst of the external supervisors
with Morrell's (2001) proposal that a balance beudt between two-way
confidentiality and three-way accountability in tleentracting process for external
supervision. Apart from the above points, there nathing else found in the literature
searched that specifically addressed the challerg@sted concerning the feedback
loop or the challenges that arise regarding infégienasharing and confidentiality

within external supervision.

Structures

The supervisors referred to two structures; nantély,agency supervision policy and

supervision contracts.

Agency policies
Only half of the supervisors, as compared with neéghe supervisees (see Chapter 6)
reported that their agency had a supervision polry the whole, these policies shaped

the supervision provided by specifying the typessapervision, processes for the
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approval of an external supervisor, the feedbadakuired and the frequency and
duration of supervision sessions. In Ted's casegiample, the policy specified that
workers will have tase management supervision with the manager ambernex
supervisiori’ and that the latter had to occur with a supewisom the agency’s
approved list and use the standard supervisionracintNo provision was made for
cultural supervision. Unfortunately the specifioa were sometimes problematic, as
Laura explained. She described her agency’s pakcg Seven page documénthich,
despite being & really solid policy,.. [was]...very difficult for supervisors and
practitioners to meet the requirements [dfpecause it required that social workers
have ‘an hour and a halfsession each week. The difficulty, according tuta, was
that social workers arest appallingly poor at carving out that tithelue to the
demands of front-line work. She added that thecgodilso required that supervision
would be ‘fecorded, and ... co-signgd

A surprising feature was the low prevalence ofnagepolicies reported by the
supervisors, particularly when compared with thpesuisees, despite such policies
being advocated within the supervision literatigee{ Meddin, 2004; Morrison, 1993,
2001; O’'Donoghue, 2003). Notable, among those whb ribt report an agency
supervision policy were the three participants wagkvithin the social work education

field, who provided supervision externally as pdré private practice.

Supervision contracts

Two types of contracts were used by the superyvigbeswritten and the verbal. The
written type was the most common, with only a femtigipants using the verbal type or

a combination of the written and verbal forms.
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Written contracts
Written contracts, developed through a processisfudsion early in the supervision
relationship, consisted of items such as: the mepa the supervision; the frequency
and location of meetings; the parties’ expectatidhs limits of the supervision; and
included statements concerning disclosure processedlict and unsafe practices.
Becky, for example, reported that she had writtentracts for both the internal and
external supervision she provided, and both coathifthe nuts and bolt®f when,
where...and how often [as well as] the expectatimingoth parties and the parametérs
of the supervision. According to Becky:
...the contracts also have an aspect that says widiha& agencies’ expectations,
and that’s the same both externally and internalsywell. So it's about being
kind of really clear about ...what are the agencyeetations, or what is the role
this agency plays in this?
Becky also described how her internal contracteiditl from external contracts:
the internal ones have...the purpose of supervisioore clearly laid out and
[linked] back to the job description and ...the egfation of the agency that [a
supervisor] will ensure [the workers are] complefithe requirements of the job
Among the participants there were two contrastiegspectives with regard to
contracting for external supervision, which weilestrated by Ted and Ripeka. Ted
described the contract as a private one developedelen him and the supervisee from
a conversation abouséfety, process and the theme of the supervisRipeka, on the
other hand, said that her organisation’s contradtis external supervisors hadhtee
parties (herself, the external supervisor and thpesvise€) and were concerned with
“the duration, if things go wrong, the hours of swson monthly, and the cot

These two perspectives (i.e. two party confideityighnd three way accountability)

were discussed previously in relation to the infleee of the organisational setting upon
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external supervision. In that discussion, some raate supervisors reported
experiencing challenges in maintaining the threg wantact with the agency. The
contrasting perspectives described above reiténateariability of these arrangements.
As well as providing a framework for supervisi@n terms of clarifying the
frequency, scope and parties involved), the writtentracting process also illustrated
the degree of choice the supervisors had in respkdheir role and in terms of
providing supervision to supervisees. For examplejndicated that she had very little
choice concerning the supervision of staff in hggrecy because it was a key part of her
role as a practice manager. She added that betaeistaff had to have supervision
with her, she would have a discussion concernaupfidentiality and safetyand what
it meant for a supervisee and herself to have sigien together. For Ivy, such a
discussion was important because she might haseitoh from being a supervisor to
being a practice manager if she identified somethimat she had to address. In
recognition of Ivy’s managerial role and the posiybof role conflict, all of her
contracts contained a clause indicating thait &ny time the worker can go to the

director.”

Verbal contracts

Verbal contracts, among the few supervisors whod usem, were described as
including: the frequency and nature of their megtinthe process and notice for
cancellations; the expectation that the superviseeld come prepared and bring
something; and the expectation that the supervimuid keep records of the sessions.
The preference for a verbal agreement was explabedraye and Narmada from

differing perspectives. Faye stated that becauseueervision was with volunteers it

was more appropriate to have verbal rather thattemriagreements. Narmada, on the

other hand, suggested that because her agency tmghatrust culture (based on
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respectful and trusting relationships) written caots were fiot something that we have
felt the need for.”.

Two other supervisors (Ted and Kiri) used a nfixadtten and verbal contracts. In
the previous section, it was noted that Ted usewriien contract with his private
external supervisees. However, when discussing ihigrnal case management
supervision, Ted advised that the contract wasealdal negotiatioh Reflecting on this
he said:

No, there isn't any formal written contract... in ssmvays [internal case-
management supervision is]... more formal, [and] modre open to abuse ... In
[external supervision] ...if people don't like me,lin behaving abusively or
something, they’ll just vote with their feet... and they can take it to my
professional association...There’s... much greater paiferentials in [internal
supervision and]...no protection...[in] terms of a clegreement

Upon realising this discrepancy in his contractiiggd added that he thought his
internal case management supervisi@ould be improved by ... having a clear ...
written contract’

Kiri’'s use of both forms of contracting had evolvexer the years in response to
her supervisees’ preferences. She explained that:

Some of it's been verbal and I've got these no®ften it’s through a written
contract and it's reviewed, because you need saaigsfand centrality on ...the
issues...Sometimes if you're supervising someonewha'’ training programme,
they require a contract. Others don’t, but theyntveo know verbally someone’s
seeing them, so you need a transparent conversakiont that with the person.

Kiri also commented about the ANZASW (2004a) Codi€thics amendment which
specified that supervisors were to negotiate aewritontract. Her view was that:

Contracts don’t necessarily prevent... things goingya.. | think that what’s
most important is that there is a lot of claritypcahow that clarity is met. For
example, many Maori and Pasifika, and Pakehas migtt want to sign a
contract, and you’re going to have to look at otlays that [are] still going to
meet the needs of ...the parties concerned, partigulh the partner in
supervision is coming from the agency you’re ndit jaccountable for the
process. There’s a number of accountability issues how you feedback to the
organisation whether there are concerns, or in thct person is doing a brilliant
job... How all these issues [are managed] in ansarent manner...1 think [is]
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important, and ...l ...meet the agency and have a faoene of them know me
anyway and some of them have never met me. Bunklit's really important
that there’s more of a relationship built up.

Kiri’'s view when considered alongside the findirfigsm the postal survey (i.e.
a) regarding the use of oral contracts or agreesnand b) that none of the respondents
from the postal survey identified having a contedctelationship as one of the best
things about their supervision) (see Chapter $8esaquestions not only about the level
of compliance with the written contract requiremémtthe Code of Ethics, but also
reinforces the need for further research concerttiegole and effects of contracts and
agreements upon the supervision relationship.

Generally, the combination of an agency policy agpervision contracts
provided the majority of these supervisors with @erational framework for the
construction of supervision within their respectimganisational settings, particularly
with regard to the formats and processes that gaetified. As noted previously, this is
not surprising given that the adoption of such ditiees is advocated within the
literature (see: Austin and Hopkins, 2004; Browd &ourne, 1996; Clare, 1988, 2001,
Meddin, 2004; Morrell, 2001, 2008; Morrison, 192801; O’Donoghue, 2003; Osborn

and Davis, 1996; Pritchard, 1995; Tsui, 2005).

Relationship and supervisors’ role

The next two sections focus on the supervisorssgaal constructs and are concerned

with how they constructed their supervision relasioips and supervisory roles.

Relationship

Supervision was a relational activity for the papants and they commented on the
importance, nature and diversity of their supeonisielationships. Vicky, Kiri and lvy
in particular commented upon the importance of ghpervision relationship. Vicky

emphasised the importance of havingapport’ with supervisees:
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If someone doesn’t feel comfortable with you, tti@y won't be as open as they
might be. So in terms of trying to ensure thaytbet the supervision that they
want or need, it's how | respond really. | guessats going to make the
difference to how they interact with me

Kiri reinforced this point arguing théit’s the relational underpinning of what happens
between us that is the most critical issugmilarly, Ivy suggested that the degree of
match or relational fit in supervision was the deli@ing factor in terms ofWhether
it's going to work or nat
Elton, Halle and Zara illustrated three differerd@wpoints on the nature of this
relationship. Elton described it as a personaliyittd mutual exploration within
professional boundaries:
For some reason I've always been conscious ...thatgan share a certain
amount, but you don’t need to spill your guts tarysupervisee. They don’t need
to know some things ... I've had my challenges aweg, tespecially like seven
years ago with a marriage break up. That affectedat the time very much, but |
had to be aware that | was still employed in a pssional job and ... although
people were sympathetic, empathetic, whatever. dri'tdant that to become a
focus. It was defensive | guess. To me thatisthesbest way to be. Rather not
be fully known so everyone knows everything abeut.Maybe to me that's the
personal/professional thing. Boundaries, | keegnih | don’t go and have cups

of tea at people’s homes [or] my supervisees hawiegaround for dinner... it's
not supportive friendship...it's professional. lalg is to do with your work

For Halle, it was a patrticular relationship thaveleped over time and was based upon
“our understandings of what supervision is...howt thaks and how we engage[d] in
it.” From this foundation, Halle said, one then gdiassense of whether we're aligned
in our thinking, values, [and] sense of what [tBigpervision] relationship should look
like.” Zara provided another view, asserting thatia initial phases of the relationship:
...there’s always the..."I've got something in commath this person beyond
work." But... as you get to know people over titheir character comes out and

there's honourable bits and there's bits that yon'dlike or... [are]... concerned
about

According to Zara, these things, together withueaklashes, can impact on the

supervision relationship. She noted also how it widi§icult to discuss what is
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happening in the supervision relationship safelshén people get guardéd Taken
together, these three participants’ comments itelithat a constructive supervision
relationship is a professional relationship in vhikere is a shared understanding about
the relationship (in terms of its purpose, procasd focus), as well as a degree of
personal alignment, connection, trust and undedstgrbetween the parties.

In addition to the importance and nature of theesupion relationship, most
participants commented on the diversity of theipeswision relationships. Kiri was
typical of these participants:

Every relationship is...absolutely differentand they will influence me in terms
of how they experience me in the relationship ashmas | will experience them.

Similarly, vy described a range of relationshipem some of which she experienced
“really good connectioiswhile there were others wherat“a relational level ...'a line

[was] drawn’ and supervision consist[ed] of cheaiim.”

Supervisor's role
Almost half of the participants were conscious @inlg a role model for their
supervisees and most of them commented on thensigldy that this involved. Sam,
for example, suggested that the implications ofidp@i role model werea“bit daunting
because you have to be on your toes all the time... [anduss} careful about [your
use of] languagé For Elton, the implications were similar:
I've learned not to just say the first thing thantes into my head... But seriously
to consider things, like in forums where people #eking to me as the
[supervisor], and in supervision as well, that fegl.. that (although to me
supervision’s a partnership) the provision of goadpervision is still a
responsibility of the supervisor
Zara, Ted and Vicky provided another perspectivemthey spoke about their

awareness of modelling professionalism to theimgacolleagues and others. For Zara,

this entailed being ...squeaky clean yourself, but also being able let your guard

25C



down a bit [to] get on with the teafnAccording to Zara, modelling and maintaining
respectful relationships was a key part of the supery role, so much so that it
extended to staff watching [her] do assessments and treatments ...rnoglethe
respect of patients [and] showing respect for fasil Ted admitted that he was
“mindful, even ...if we're having a social functionfof].the role I am carrying...and
conscious of the trust...staff are vesting in"rivécky provided a slightly different slant
on the matter when she commented on the challestgesxperienced:
It's difficult because... where I'm working, or in&eting with other colleagues
outside supervision ... | behave quite differentlyke ... there’s more of me in it.
Whereas as a supervisor, you know, there is thpeaation that you are the
expert or you're the person that they’re comingfr a particular intervention.
Whereas out there, I'm me. You know, with colleaghen again different with

clients, because the expectation is that you'lldwehin a different way. So you've
sort of got these different personalities.

Vicky described her supervisory personality as Owmere you've got to be quite
serious and professional...and you've got to berlistg to what it is they’re sayiny
This personality, according to Vicky, included that

...older and wise...head... [and you are putting on] tlantte... [because] it's a
serious thing in terms of expectations...respongthilprofessionalism

vy and Ted also discussed their identities agsuigors, with each constructing
different role identities. Ivy described her dualerin supervision and how she had a
“practice manager hatas well as a supervisor hat, which this raiseguastion as to
whether she was a practice manager who superviseadwupervisor who was a practice
manager. There was then the issue of the interehlaetyveen these two identities in her
supervision. Differences in Ted’s supervisory idgnhowever, were between being an
external and an internal supervisor. He describiedekternal supervisor identity as
being that of a Senior practitioner in the fieldor consultant, whereas, as an internal
supervisor his identity was that ad fnanager...holding the responsibility and authority

for effective client work...and servicesTed noted that his internal supervisor identity
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was less episodic than the external supervisortiigebecause Wwe may discuss
something in supervision and ...catch ...up laterthe day [and was anpngoing
supervision rol€’ Elaborating on this, Ted emphasised that hesedriearly, made sure
he was available to staff during their first hataroughout the day and when they came
back from visits. Moreover, his internal supervigentity was such that in situations
such as lunch or a Christmas party with staff he \maver, not the supervisdr

Overall, the participants indicated that their pee constructions of
supervision relationships, and their understandifigand identification in the role,
influenced how they construed and practiced supenvi The findings presented above
with regard to the influence of the supervisioratieinship are not surprising and reflect
those reported within the supervision literaturenaayning the importance of the
relationship, and its dynamic, interactional andedse nature (see: Kadushin and
Harkness, 2002; Kaiser, 1997; Munson, 2002; Shulrh@83; Tsui, 2005). On the other
hand, the supervisors’ understanding and identiinawithin the role adds to the
literature by providing first person accounts ofvhsupervisors are influenced by their
perceptions of being a role model, and their coieston of managerial, internal and

external supervisory roles and identities.

Conclusion

This chapter has outlined the supervisors’ backgeuand experiences, and explored
their constructions of social work supervision grmhis of how they defined and
described supervision. It has also identified aisdubsed the contextual and personal
factors that affected their constructions.

As a group, the participants had a social work sugien background and wide-
ranging experience, across a variety of settingk supervision types, upon which to

base their perspectives. Their definitions revedledr construction of supervision as
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being a reflective process and a partnership betwapervisors and supervisees which
had the objectives of: developing supervisees; meihg their practice; assuring safety
within their practice, whilst providing them withugport; and checking that they
adhered to their organisation’s and profession’guirements. The functions of
supervision were identified as being administratieelucative (also described as
professional or clinical), supportive and mediatiM@istinctions were also made
concerning the types of supervision, superviseailpdipns, and the difference between
supervision and other helping activities.

Generally, the objectives, features and functioneniified within the
supervisors’ definitions aligned with those in tABIZASW (1998) policy statement
and reflected the scope and content of definitioitkin the supervision literature (see,
Kadushin, 1976, 1985, 1992b; Kadushin and Harkn2882; Morrison, 1993, 2001;
Shulman, 1993, 1995). The distinctions the pardictp made indicated that they were
engaged with the developments and issues prestmnhe field of supervision.

From the participants’ descriptions, it was fouhdt their supervision sessions
consisted of five specific stages, preparationjriyeégg, planning, working and ending,
and within each stage particular phases were disatified. These stages and phases
aligned with findings from the postal survey, migd those reported by the supervisees
(see Chapter 6) as well as reflecting the desoriptireported in the supervision
literature (see: Kadushin and Harkness, 2002; Ri®B3; Shulman, 1993; Tsui, 2005).
The identification of stages and phases also stgdfest there is a ritualised format to
social work supervision sessions, a format whiafalels that used in interviews within
direct social work practice (see: Bogo, 2006; Kédusnd Kadushin, 1997; Shulman,

2005).
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An examination of the content of supervision seassi(as described by the
participants) revealed that while the content comee the problems or issues that
supervisees brought to the meetings (i.e. perschaht, workplace and managerial or
organisational), there were differences betweencibretent of internal and external
supervision sessions. Internal supervision wasiched work-related, whereas external
supervision was primarily concerned with issued tffected the supervisee as an
employee. On the basis of the literature reviewiedappears that the differences
between the content of internal and external sugiervidentified and discussed in this
chapter add to our understanding of these typesupérvision by showing that the
difference between these two types is more tharséiparation of specific functions or
tasks of supervision (e.g. administrative and etiogaor management and case
consultation) (see Erera and Lazar, 1994b; Itzh2k1) and involves a delineation
between organisational accountability and a piaogt’s professional development and
support within supervision (Garrett and Barrettaeridan, 1995; Jones, 2004; Noble
and Irwin, 2009).

Turning to the participants’ descriptions of theqess used in sessions and their
recordkeeping, it was found that the process wpsoblem-solving one that mirrored
the social work interview with variations occurribgcause of the type of supervision,
the people involved and the dynamics of each sesguith regard to recordkeeping, a
difference was found between the attitudes of aadtiges undertaken by internal and
external supervisors. While internal supervisocorded the agenda, agreed actions and
other relevant matters (with their recording besggeed to by their supervisees and in
one case sanctioned by an organisational polidy®, éxternal supervisors were
generally ambivalent toward and reluctant to engagecordkeeping. This difference

regarding recordkeeping reinforces the organisatiaccountability ethos found to be
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present with regard to internal supervision, whetba ambivalence present with regard
to external supervision indicated that it was peex to be for the supervisee’s
professional learning and development with the aoasibility for recordkeeping being
attributed to the supervisee. These recordkeepimtings also add to the literature by
providing insights into the nature and practiceesfordkeeping with regard to different
types of supervision.

Finally, contextual and personal factors were fotmahfluence the supervisors’
perspectives. The contextual factors consistedhef drganisational setting, within
which agency policies and supervision contractscaéfd the participants’ perceptions of
the prevailing supervision climate and culture, le/iersonal factors (pertaining to the
participants’ personal constructions of their sujggon relationships, their
understanding of and identification within the swpry role) influenced how they
construed their individual supervision relationshgnd behaved in the role. Generally,
the contextual and personal factors identified esponded with individual factors of
influence discussed within the literature, sucthasinfluence of organisational settings
and cultures on supervision and systems that stygmemote and regulate supervision
(e.g. agency policies and contracts), the supervistlationship and supervisory role.
What the findings from the participants clearly aftid the literature is that both
contextual and personal factors influenced theinstwictions of social work
supervision.

To sum up, the findings from this chapter indidhi@ supervision consisted of a
set of professional objectives, features and fonsti that were shaped by the
participants’ experiences within their organisasbnsettings, and by personal

perspectives concerning their relationships andtitje
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CHAPTER 9

SUPERVISION PRACTICE WITHIN AOTEAROA
NEW ZEALAND: THE SUPERVISORS’' PERSPECTIVES

The aim of this chapter is to present the supersisperspectives concerning
supervision practice within Aotearoa New ZealankerE are two parts to this chapter:
the first discusses the influence of the AoteareavNealand context; and the second

part considers how supervision practice might bgraved.

Aotearoa New Zealand context

The key influential features of the Aotearoa Nevalded context that were identified
by the supervisors were biculturalism and multiedtism. As noted previously (see
Chapters 1, 2, 5 and 7), these features were iaortithin the supervision field. They
were also emphasised by the ANZASW supervisors’paiancy standards, particularly
those concerned with practicing in accordance wite Treaty of Waitangi, the
bicultural code of practice, and with respondingfessionally to client diversity

(ANZASW, 2004c).

Biculturalism

As outlined earlier with respect to the supersseperspectives (Chapter 7),
biculturalism within social work practice accordihg the ANZASW Code of Ethics
(ANZASW, 2004a, p.23) involves being able to:
Understand and recognise the Tangata Whenua sihtie indigenous Maori
people of Aotearoa New Zealand... [Have] an appreciadf te taha Maori,

aspects of Maori culture and protocol and an avwesgif racism at personal and
institutional levels in Aotearoa New Zealand.
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Among the supervisors, biculturalism was discussild regard to its presence within
their organisational setting, the recognition tigaye to the Treaty of Waitangi and the
bicultural code of practice, and in comments abthgir experiences, views and
supervision practices with Maori, as well as thederstanding and engagement with

culturally specific forms of consultation and supsion.

The organisational setting

In this section the views of Maori and non-Maorpstvisors about the setting within
which they practiced supervision are presented. viee/s of Maori supervisors are
presented first, followed by those of hon-Maori.

Mostly, the Maori supervisors were critical of thetting, primarily because of
the dominance of Pakeha culture. Vicky, in particulllustrated this point when she
said:

| hate that word biculturalism. ...It explains natbireally. | always feel that
when | talk about Maori, because that's supposeddowhat biculturalism is
about. [It] always becomes something people fekeeobliged to do or they're
told to do or made to do. It's not something thatistinctual to people. And |
guess I'm talking about Pakeha in general becausey.ton’'t have to learn how
to interface or interact in a particular way becaushey’re the majority. Whereas

...Maori...have to adapt to society the way it is. Atidnk supervision is really
just another ... variation on that theme.

Elaborating on this statement, Vicky made the pthiat whether or not supervision was
bicultural was tlependant on the organisatioand, while many organisations had a
“bicultural policy, her experience was thait's just lip service Similarly, Halle
commented on the influence of social, structurad amstitutional factors when she
stated that privileged worldviews are oppressive of worldvigtvat aren't privileged
and posed the following questions:

How do you manage that process of cultural diffeeeand cultural oppression

when you are the one who is the oppressor andvilgwed? How do you own the

power base that you naturally assume and utiliseyaur relationships with

others? And then there's cultural impositions witimstitutions and agencies.
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She added that in her view government policies waenly derived from the
doiminant culture ...and [such]...policies provide veorldview that can be quite
oppressive [with] the practice to implement thos#igies [being] privileged’ This
means that Maori social workers working with Madaimilies do so within an
oppressive environment. For Halle, the environmea one in which:
Institutional racism ... is left unchecked becauserdls no one who cares or
bothers about doing anything,...so the role of sheervisor is difficult because
you are working with social workers who are disatheged in the

workplace...,because there's no power [or] authoriin their side wanting to
make changes.

Halle also mentioned the discrepancy between ther-@presentation of Maori as
clients of mainstream social work agencies and tlnailer-representation as employees
of such agenciéé The effect of this within supervision, Halle sawedas that tve have
non-Maori working with Maori and... not receivingltural supervisioti’ According to
Halle, while the ANZASW bicultural code and compete standard wereréally
honourablé, she did not consider that the structures or supgystems to ensure that
these were met were sufficient:

Because...the privileged dominant culture don'tisees an issue for them. They

[Pakeha] see it as an issue for somebody else aral af the strategies the

dominant culture uses in the workplace is to pet dnus of cultural safety onto

Maori and [Pakeha] don't wear their responsibilitand there's no one there to

check them or put in place actions to make thosagés.

The non-Maori supervisors also raised issues comgerthe affect of their

setting. One particular area of concern, for whiglton, Ted, Faye and Narmada

provided contrasting perspectives, was the respeness of their mainstream

organisations to Maori clients and superviseesorEltiscussed the challenge of

14 For example, the 2006 annual report of the DepantmieChild, Youth and Family (2006, p.26) statedttMaori
made up “46% of ...care and protection clients anth 52 ...youth justice clients”, while Harrington atothers
(2005, p.9) report that in the 2001 Census, 24.2P%6cial workers were Maori.
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providing bicultural supervision within anfainstream...health social work seryice
stating that at times some of the practices of Maocial workers, such as spending
time supporting clients’ whanau, were interrogatgth comments such dyou didn’t
have time for that did yoliAccording to Elton, issues of this kind came e fore in
his supervision sessions when he and the supervise® ‘trying to ... marry up the
tangata whenua approach to health care, and thedgud doctors’ approach
Ted, disappointed that theddminant culture becomes ...the ndrnalso
commented on the challenges he experienced. Aattex, one of the most significant
was the deliberate choice of a line managementtsiel for the agency rather thaa “
collective structure He elaborated on this:
They chose ... for a variety of reasons, [to] hawymbol of power and authority
. in the sense that the buck stops with me, andns@rms of ... what
arrangements we make at our agency ... particulanguad practice and
reflection on practice, our relationships with oarother, and the arrangements

with how culture actually fits in, [the managersle has] an enormous influence
on the structures that can get established...

Ted believed that his role within the agency wasc#ory the consciousness of
biculturalism into supervision and to uphold it it the agency, as well a®péing
clear about what [biculturalism] doesn’t pertain.toHe illustrated his perspective
when commenting on the practice of one of the Mamgial workers for whom
supervision involved:

Often going to ... trusted elders within her whanad ¢hat’s actually her context

for supervision, because often she’ll say ‘I talkedso and so about that, or |

talked to so and so about that and this is whemy tbome to.” So in a sense

there’s an unpaid [supervision which we have] tdllebdout...

In Faye's agency they had only just started workiogvards becoming

bicultural. Faye outlined progress when she saitt th

It has concerned us that ...30% of the populatiothisf community are Maori.

We sure as heck haven’'t got 30% percent of our raesrds Maori...We are not a
bicultural organisation... But we want to move on jin@ney, and we started last
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year. We had a Maori community support worker twathired, but we only got
funding for one year. We could not get any furtherding...We now have a
Maori person on our trust board. We have anothenspn who has put their hand
up to come on our next trust board when we haveAGivl. We’ve got a full trust
board at the moment, but we've got a member whaitsdeng down. So we know
that we’re going to have two [Maori members]. Wsed two so they can support
each other.

She also referred to practical things such astatidaori words and hymns in their
offices and meeting rooms. Faye explained thagtrestions they were grappling with
were about responding to Maori needs in termsknbtving what the Treaty says [and]
...what that means for us as a commubhitifor Faye, bicultural responsiveness within
supervision was influenced by the organisationltuce and wider community culture.
Narmada, however, said that her agency provided aaultural service

whereby:

The Mauori clients are informed from day one of otbervices that might be more

appropriate, because sometimes they don't even labowt them...So ... the first

things we do ...is let them know from day one, whatlee other services ... that

they could access... And often we would facilitheg, because sometimes they
are reluctant to access it themselves.

Narmada explained that when Maori clientorisciously choose to stay away from
Maori services... we then don't feel that we have thage responsibility of ensuring
that we are providing [a] service that is MadriAccording to Narmada, this was
becausethey have [chosen] to stay with,uand have been advised of the professional
social work services provided. She added thatdierin supervision was:

...to constantly remind...the social worker [with redjan these clients] about the

need for ...hooking in with a particular service,..r][mok at getting bicultural

or rather cultural supervision for working with Medamilies.

Both the Maori and non-Maori supervisors’ commeats)cerning the presence

of biculturalism within their respective settingsdicated that the context in which their
social work supervision occurred reflected the dant Pakeha culture. That said, there

were different perspectives expressed and exp&semeported. Maori supervisors
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reported that their cultural worldview was excludaad marginalised, whereas non-
Maori supervisors perceived and experienced birallsm as a challenge, with some
incorporating it into their practice and a few amenodating it as part of the context.
Overall, the above findings reflect the critiqueada within the social work practice
and supervision literature of monocultural settirgsl suggest, despite the bicultural
ideals espoused by the ANZASW, the participantgesiences are of monocultural
dominance within their respective social serviogaoisations (see: Beddoe and Randal,
1994; Bradley et al., 1999; Eruera, 2007; Hibbs)220Walsh-Tapiata and Webster,

2004; Webber-Dreadon, 1999).

The Treaty of Waitangi and ANZASW bicultural code o practice

The supervisors were asked about how they recagjritse Treaty of Waitangi and
adhered to the ANZASW bicultural code of practiEeom their responses, three groups
could be discerned among the non-Maori supervisthrs: first group consisted of
supervisors who showed a general awareness anddagavof the Treaty of Waitangi
and the bicultural code; supervisors in the segmodp acknowledged both the Treaty
and code as part of their supervisory practice; taedthird group, made up of a few
supervisors, found honouring both the Treaty and tode to be difficult and
challenging.

In the first group, Faye, Becky and Zara demonstiat general awareness and
knowledge. Faye stated:it's really important...for the people | supervisep t
understand the Tredtyand its implications, which werenfoving aside and giving
Maori people their spact Becky described her awareness and knowledgehef t
ANZASW'’s bicultural competency standard as beitigebretical, and was cognisant
of the fact that the Treaty was foundational beeatsllowed non-Maori the right to
settle in New Zealand. She also recognisitMaori are the indigenous people of
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New Zealand and.. [had an] understanding around their worldview, which pably
helps ... when we are talking about Maori serviceraiseinally, Zara showed a
similar level of awareness when she indicated shatrecognised the bicultural code of
practice When there’s another cultutewhilst recognising thatMaori culture [was]...
the most importarit

Elton, Iris and Sam were typical of those in theosel group who indicated that
the Treaty of Waitangi and the bicultural code wpagt of their supervision practice.
Elton declared that he always negotiated with Masrpervisees abouthbw the
supervision's going to b&7This process involved exploring where culturaliss would
be dealt with, and included letting the supervikrew that he was comfortable with
cultural issues being dealt with by those with w@t knowledge. For Elton, supervision
was ‘a partnershif) which acknowledged that Maori social workers nmged to go to
...a kuia or kuamatua for [guidance on] some aspedhf@rmation” Iris, for her part,
described how, when forming the supervision comtistee would say that she belonged
to the ANZASW, tWwhich has got a bicultural code of practice and ccamitment to
the Treaty. In the exploratory discussions that followedgshould scope out the
boundaries of the supervision relationship, paldidy with regard to where and how
bicultural issues and processes would be dealt Whifs meant that:

...some Maori people have cultural supervision [ngedsside the scope of [my]
supervision so they might have a cultural superyiso that's not my task, so

that's how we attend to that, [whereas others] migfant to have a karakia
before and aftefsupervision}

Finally, Sam indicated that she implemented the AR bicultural code by being
alert to it, and she gave the following examplegu#stions she asked supervisees when
Maori clients were discussed:bw do you practice with them in a cultural senstRv

do you acknowledge their cultufeor Sam, implementing the bicultural code of

practice was oftendbout a supervisee talking about a relationshgnd the supervisor
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questioning them about their knowledge and expeeieaf Maori culture and of
working with Maori, as well as asking the supereis&Vhat have you learnt from them
about their culture? Often the answers to the latter question weNething', “1 don't
know or “We don't talk about th&tSam’s response to such answers wdew can
you work with them if you don't know where thegsming from?

The third group, who found recognising and honugithe Treaty of Waitangi
and the ANZASW bicultural code of practice bothfidiilt and challenging, was
illustrated by Ben and Fred. Ben found biculturali$sa very difficult ared because
supervision was éssentially...still monoculturdl despite things [having] moved on
from 20 years ago...and...an effort to be sensitive [M@aori] needs ...and
...aspirations’ He agreed with the preference within the bicidticode concerning the
right of Maori clients and supervisees to a Maodrker, and stated that hevbuld
prefer not to work with Maori because | think Magshould be] with Maori...but it's
not quite the way it is. So you do the best jobb gan” Fred, on the other hand, was
critical of his own response, describing it as tra was fot explicit and not upfront.
Despite being mindful of the Treaty and the bicwtwcode, he was unsurevhether
there’s this softness, [whereby] it sits there, rewbough it's not being actively
promoted’ Fred believed that were it not for an organisadil emphasis upon bicultural
practice, the Treaty and the bicultural codeolild be sitting right at the background
rather than in the forefront as an issue.

The three different types of attitudes and reseerte biculturalism outlined
above are not specifically discussed in the loogksvision literature, which generally
critiques supervision as being either monocultuoal encourages and promotes
bicultural practice (see: Bradley et al., 1999;dta) 2007; O’Donoghue, 2003; Thomas

and Davis, 2005; Webber-Dreadon, 1999). That sdigtre is a degree of
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correspondence, between the attitudes and respdisggayed by the first and second
groups and Ruwhiu’'s (2001, pp. 54-71; 2009, pp.-120) recognition points of
bicultural social work practice, with the first g showing a recognition of the history
of Aotearoa New Zealand and the position of Maotthie narrative of this country. The
second group’s attitude to biculturalism was maeedoped than the first, and showed
obvious signs of Ruhwhiu’s third recognition pointhich pertained to demonstrating
an understanding of Maori well-being as well as fia@nhancing social work”
(Ruwhiu, 2009, p.118) through recognising differer@ad supporting Maori practices
and self-determination. The reticence of the tigirdup, however, did not correspond
with Ruwhiu’s recognition points and the nearegplaration found for this reticent
attitude appeared to be Tolich’s (2002) conceaeha paralysis. In essence, Pakeha
are reluctant to engage in cross-cultural work iviwg Maori due to the predominance
of the Maori for Maori discourse within the socsgiences and the perceived challenges
and political risk of being non-Maori working witaori.

Clearly the implications of the three differingtitaitdes among non-Maori
supervisors to biculturalism in response to theafyand the ANZASW bicultural code
(i.e. having a cognitive understanding of bicultisra, attempting to practice in a
bicultural manner, and being reticent in the faédhe political challenges and risks
posed by biculturalism) have important implicatiohs particular they indicate a need
to further investigate the prevalence of suchuatés among non-Maori social workers
and supervisors, and to determine the reliabilitthe assessment of the ANZASW
bicultural standard. Questions are also raisederoimg the influence of such attitudes

upon the supervisors’ experiences, views and pestvith Maori.

Experiences, views and supervision practices with &bri

All of the supervisors commented about their exgreres, views and supervision
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practices with Maori. Again, there was a clearedighce between Maori and non-Maori
supervisors. This difference was due to the Maarpesvisors predominately
supervising other Maori practitioners and, as Halplained, being able:
To relate to each other in that context of a Mamorldview...To have the humour
around it as well, and to be able to engage in thk different emotions is

important for us as Maori in our understanding ¢fetsituations that we're
talking about.

Non-Maori experiences
The non-Maori supervisors’ experiences were vanath some (Becky, Ben and Sam)
reporting a sole Maori supervisee while a few athead more extensive experience.
Becky explained that she was unable to say howag different to supervising non-
Maori:

[The] supervisee [was] very very clear with me tehe didn’'t want karakia with

me, and she didn’t want anything to do with hetwnall identity in supervision

with me... Very clear. Didn’'t want to go there witle. So ... | can't tell you how
supervision has been different for me because déimgwith a Maori person.

Similarly, Ben stated that the supervision he predi was pretty much a Pakeha
concept of how this agency should .futde explained that at times within this
supervision relationship he struggled with the goes of: “How much of this is
cultural? How much is just straight out cognitive®nd because the supervision was
“from ... a monocultural perspectiyéne wondered what his Maori supervisee thought
about it, noting that this person received cultstgdervision from someone else. Sam’s
experience, in stark contrast to Becky and Ben, whsa very different type of
supervision... [which] would sometimes ...start ... w&itkarakia” and the supervision
contract included other culturally pertinent magttsuch as the role of food and drink,
and not expecting eye contact.

Among those with considerably more experience sugieg Maori

practitioners, Elton described how his experiene#ls Maori supervisees differed from
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those with Europeans. Maori supervisees, said Elton
Might go into a little more detail about how thewla (support) a certain whanau
and it was quite detailed [whereas]...a Europeaneajue wouldn't have spent
so much time with the family and acknowledgedshess.

He added that his process with Maori superviseesived more checking out of their

comfort and agreement with regard to his intercergiby using questions likeAfre

you happy with that? How would that sound to you?

Specific supervisory practices

Specific supervisory practices in relation to Masetipervisees and Maori cultural

matters were also mentioned by the non-Maori supery. Such practices included the

use of Maori models, concepts and processes, okalbhkia (prayer). According to

some of these supervisors, karakia was a pradtaie Maori supervisees used to open

and close the supervision sessions. Ted descrinedhb responded to this practice:
One of [the supervisees] has asked if she [could}asionally... engage in
karakia at the beginning, and she takes some lehgerof that...A couple of

times she’s asked me if | would join her in a prayeand ... a couple of times
I've participated in that... to the level ... that €feomfortable.

The non-Maori supervisors’ understanding of karad@@med to be typified by Kiri
when she said it wasabout opening space and not making assumptidhsvas “an
opportunity...to reflect on my manner and why peesl in a certain way because it's
a living process

It was notable that Maori concepts, models and umess used by these
supervisors were not specifically mentioned by mostthem at interview. One
exception was Elton. He reported using the concéptsvhare tapa wha and “awhr’
as well as different models of indigenous practitand referred to resources available
such as Te Komakb (the issues of the ANZASW journal edited and terit by Maori

practitioners).
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Most of the supervisors indicated that culturaktera concerning Maori were
presented and dealt with in their supervision sessiWhilst varied, the practices used
when these matters arose appeared to involve tpéoraton of the issues, with
consideration given to the need for advice and sdpfrom Maori services. For
example, Fred said that when dealing with culturadtters in supervision he was
concerned with:

Getting clear about...the issue and then lookingstategies. It's...like if the
person is unaware...helping them to become aware,.that [the cultural] need

[is] taken into considerationand encouraging them to...consult or engage in
bicultural practice.

Laura and Elton were more specific and detailedutilibeir approaches. Laura
described the four ways she worked through cultoratters. The first involvednot
allowing a supervisee to personalise a probldmt rather inviting them to see it
systemically through ‘*helping [them] see patterns, themes...[and to] whianau in
context” The second way involved the use eilfare tapa wha that she described as
“a...helpful framework... [which had] meaning forefh..because it's holistit The
third approach involved Laura working hard as aesupgor ‘to keep and maintain
Maori children with their whanati and was in her view arobvious manifestation of
the Treaty’ Finally, the fourth way was to be interestedhiow the practitioners were
building and maintaining links with the local Maotommunity. Similarly, Elton
described how when supervising a non-Maori sociatker who was dealing with
Mauori clients, he would:
Acknowledge ...that we are both Tauiwi [non-Maoahd ...explore if there are

any aggression...ambivalence or positive things dwee out of [the issue]...and
then, knowing where to go for appropriate inforrat{and] advice.

With regard to seeking out information and adviE&pn noted that his supervisees
would usually have some links out in the commuriignd he would encourage them

“to make sure they know about other appropriate Mgsarvices]’



Taken as a whole, the supervisors’ perceptiortheif setting, their recognition
and commitment to the Treaty of Waitangi and theZAISW’s bicultural code of
practice, and their experiences and supervisiorctipess with Maori, revealed
differences between Maori and non-Maori particisamt relation to biculturalism
within supervisory practice. The Maori supervisoegperiences of the dominance of
Pakeha culture was contrasted with the ease aaigjlfiorwardness they experienced
in supervising other Maori. On the other hand,rtbe-Maori supervisors indicated that:
bicultural supervisory practices were a challenge them, partly because of their
organisational settings; their personal commitmetitsand their experiences of
supervising Maori were varied; and most of them atther limited experience of
supervising Maori. That said, all reported expeareenof discussing cultural matters
concerning Maori within supervision, and there appd to be an emergent model of
supervisory practice in regard to Maori content wheth parties were non-Maori that
involved the exploration of cultural issues, andiscussion concerning the need for
advice and support from Maori services.

Overall, the above findings add to the currentditere on bicultural supervision
practice in two ways. First, the Maori supervisqrstspectives align with and reinforce
those of Bradley et al. (1999), Eruera (2005, 20@f)d Webber-Dreadon (1999)
concerning: the dominance of Pakeha or Westerndaisupervision; and the need for
Maori to supervise Maori, in order to secure a Maworldview within supervision.
Second, the non-Maori supervisors provide a cotmigaview regarding the extent to
which they grapple with the challenge of trying lie bicultural in a monocultural
environment.

One question arising from these findings is whaeésdaulturally competent

supervision practice in relation to Maori involvafiswers to this question are provided
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by Iris and Ripeka (two non-Maori supervisors), whatlined two complementary
descriptions of the level of cultural competencedesl by supervisors. According to
Iris, supervisors should havarf understanding... [and] knowledge of the Treaty and
what effect that has had on society as a whaarticularly its effect on Maori and the
need to address historical issues. Supervisors abled to support Maori in
rangatiratanga (Maori self-determination), and cekr@wledge Maori customs and the
importance of the language. In relation to theelattris stated that:ds Pakeha [we]
have [if nothing else] an obligation to learn togmounce Maori correctly... [and] we
should learn the languageo the extent that one igamiliar with many...words and ...
what they mean [and] their contextFor Ripeka, a culturally competent supervisasw
“someone who has respect and understanding...of iMaad other cultures
and...find[s] a way that is comfortable for the pergsupervisee] to have supervisidn
This extended to the family or whanau work broughsupervision by the supervisee,
and included the supervisohdving an understanding ...of the bigger pictuvehen
they're talking [about] whanduand “thinking [about] and knowing how other people
work in their world”

Comments made by Vicky, a Maori supervisor, standantrast to those of Iris
and Ripeka. Vicky described what she considerdoetthe bare minimum for cultural
competence with any cultural group as follows:

At the very least ...you would have to have someadidacin various cultures

[to] at least know the basics about a particuladtae... that you find out ...how
they work within their communities, [about] theanfilies, the hierarchies, gender
difference issues, all those sorts of things. #when you've got that information
available to you, you work out what's important. Cultural competence is not
necessarily immersing yourself in ... that culturetisat you understand every

nuance or whatever...But, at the very least, you lshibave some idea of ...how
not to offend them for a start.

Taken together, the views of these three particgéinis, Ripeka and Vicky)
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which were also reflective of the tenor of the otkapervisors views, align with the
Social Workers’ Registration Board’'s (SWRB) polidyhis policy, concerned with the
social worker’s cultural competence to practicehwiaori and other ethnic groups
(SWRB, 2007c), refers to cultural competence imerof attitudes, knowledge and
skills. Special consideration is given to underdilag the historical and present day
situation of Maori within New Zealand society, thiversity within Maori society, the

importance of the language, and an understandinyladri family and community

systems and practices.

Culturally specific forms of consultation and supervision with Maori

Within the Aotearoa New Zealand supervision literat the concepts of cultural
consultation and supervision are subject to debatrms of their construction, purpose
and focus (see: Autagavaia, 2001; Hair and O’Donegl2009; Su’a-Hawkins and
Mafile’o, 2004; Walsh-Tapiata and Webster, 2004).this section, the supervisors’
understandings, experiences and views concerniiigralconsultation and supervision
pertaining to Maori are presented. This is followey their thoughts concerning

kaupapa Maori supervision.

The supervisors’ understandings of cultural consulition and supervision

Cultural consultation, generally described in termfs consulting someone with
culturally specific knowledge for advice, informati and help, was construed by the
non-Maori and Maori supervisors from differing gasis. The non-Maori supervisors
positioned themselves as the consultees, whereawi Mapervisors took on the
consultant position. For example, among the noniMaapervisors, lIris, thought
cultural consultation involvedd' Pakeha person going to a Maori person to find out

about thing$, while Zara thought it was concerned with obtamiadvice where
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cultures were different and differences related “@wlour...race, or religiotf
Interestingly, Kiri described cultural consultatias two things: the first waswvhen
Pakeha have gone to Maori and asked them abouicpéat issues or processes or
protocols” and the second wasvhen ... a Maori therapist/social worker has gone to
consult with another...Maori practitiongr In essence, Kiri considered cultural
consultation to be any consultation concerned wiiliural issues, rather than being
limited to a person from one cultural group seekaalyice from someone in another
cultural group.
Turning to the Maori supervisors who positioneéntiselves as consultants,

Halle, for example, stated that cultural consuitativas related to:

Historical relationships with Maori and institutisrwhere you'd have a kaumatua

(elder) or a consultation process...[with] the powecated within ...agencies

...and what happened [was] ...that whole notiordiall a kaumatua...when they
wanted something that looked like they were beasgaonsive to Maori.

In other words, Halle’'s experience afdhsultation [was] all about you [non-Maori]
with the power asking the person who hasn't gofpihweer...to give you information or
help you with a situation, but you're still in clga” Vicky reinforced Halle’s points in
relation to her own experience as a Maori sociatkeg when she said that cultural
consultation fneans that if you happen to be a Maori you makesgtiuavailable to be
consulted...because | do that all the titne

The difference in positions between non-Maori &abri supervisors was not
surprising, and was arguably derived from the bigal policies established by the New
Zealand Government from the mid-late 1980s onwdsg®: Cheyne, O'Brien and
Belgrave, 1997, 2004; Kelsey, 1993; O’Reilly and Mip1991; Shannon, 1991). The
implementation of these policies within the sodalvices included the promotion of
Maori culture and the establishment of advisory a@ondsultative relationships with

local Maori. To some extent these developmentsrittéd to the environment that
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Halle described, wherein Pakeha (public servantsjsalted Maori for advice and
support, and then decided whether or not they wéalldw that advice, particularly
when it conflicted with their duties to the Crowdufie, 1995; O’Reilly and Wood,
1991).

Vicky’'s comments, about being Maori and making @tfeswvailable to be
consulted, clearly align with the concerns raisgd Mataira (1995). According to
Mataira (1995, p.10), Maori practitioners are oftanight in the bind of supporting their
Pakeha colleagues, and wanting better outcomeddori clients, whilst also trying to
do their own job and service their own caseloadhSsituations result in the misuse of
Maori practitioners, and mean that Pakeha do nkd¢ tasponsibility for their own
bicultural development.

In light of the above, it was also not surprisiftatt most supervisors, as
illustrated by Halle and Narmada made a clearrdiin between cultural consultation
and cultural supervision, describing differencegarding: participation and power
within each process; and a one-off versus an ogga@lationship. Halle, for example,
stated that Supervision [was] about their participation withthat processwith some
acknowledgement being made to power and how it wsexl, assumed or shared,
whereas in cultural consultatiorpdwer is in one person's hand ...and also their
worldview is the one that dominatesn other words, the power rested with the
consultee to interpret and accept or reject therinftion and/or advice provided.
Narmada saw cultural consultation amé off...whereas [cultural] supervision is more
ongoing [and] there's an element of responsibilitythe role of [a] cultural supervisor

whereas for the consultant [there isn't] the samagrde of responsibility

Experiences and understandings of cultural supervision
Three different kinds of experiences were describgdhe supervisors. The first was
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experienced by a few participants who had engageduitural supervision as a
supervisee. For example, Ted spoke about how ha‘sugervision in caucuses
(culturally delineated group$)ynd, within the non-Maori caucus that he was @ ph
the “primary purpose [and] task of... cultural supervisidior Pakeha [was]
decolonisatiori In other words, the aim of the supervision wasraise awareness
amongst Pakeha of the nature and impact of coliimisaipon Maori and how to
transcend this in their practice. The second kihdexperience was where cultural
supervision had occurred within the agency, andstygervisor had supervisees who
participated in cultural supervision with someonsee lvy illustrated this when she
spoke about how, in her agency, they had triedreatecultural supervision and the
feedback from the staff involved waghat it hasn't workedl and they wanted
something different. As a result, a decision waslen® ‘have a group type supervision
looking at cultural issues, from a cultural perspee” lvy had learnt from this
experience thatyou can’t assume, just because someone’s Maori..tiegt actually
want to have cultural supervision and whatever thaght meari She also asserted that
these supervisees would not necessarily be alsate Wwhat is it they want, outside of
[our] relationship, that would address some of theéeds from a cultural perspective
The third kind of experience was that reported bglléd who provided cultural
supervision to five Maori women, with the superersbeing concerned with:

The dominant...institutional cultural impositiom aheir practice, which is then

transferred through to the manager,...practice nge1s,...to the supervisors and

how [they name and] ...manage it in the contexhefr needs [as well as] how
do they change whatever they can for their own-tbeihg and safety.

Turning to the supervisors’ understandings of caltsupervision, only one-
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third of them described it as a practice that oszhwith and between Madh.The
descriptions offered by Elton, Iris and Vicky ensalated the range of views amongst
these supervisors. According to Elton, it was comee with:

...links for a Tangata Whenua [Maori] social worker what's happening for
them emotionally, when they need to seek some igqpdance from someone
from their iwi...

Elton’s description, as well as emphasising thednfee cultural support for Maori
social workers, also noted that not all Maori sbaiarkers practice in areas where they
have ancestral tribal connections, and that fomthitbere was a need to maintain
connections with their own iwi (tribe). Similarliris described cultural supervision as
being concerned with checking out cultural practidee it within or outside the bounds
of the practitioner’s iwi, in terms of their affeapon the Maori worker, the people and
setting they are working with:

They either have another Maori social worker thhey're able to go to, or
sometimes it's a Kaumatua (elder) that they gatml sometimes | think it can be
to deal with some of the more spiritual aspectsheir work that they need to
attend to. Some of it | think might be checkingvalether ...some of the aspects
of their work are oppressive to them and that needse attended to. Some of it
could be to do with the wairua [spiritual and melfggical aspects] of their tribes,
that maybe they’re uncertain about. Because soméhese people are not
steeped in Maoritanga and others are. So someawiuld be to go and just check
... that ... they’re on the right track within tribes.

Vicky, however, described cultural supervision agolving Maori participants, who

used Maori models:

Cultural supervision for Maori ...[uses] models likéhare tapa wha where you
actually incorporate all those things you know irtaral and clinical supervision
or any other forms of supervision, and it's usihgttas the baseline in terms of
making sure that...the supervisee has the opportuaigxplore those facets of
their practice

Vicky added that from her perspective (as a Maopiesvisor) cultural supervision for

5 The other two-thirds understood cultural supervigmbe a multicultural practice.
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Maori was ‘probably not a lot different to Kaupapa Maori supeion”

Kaupapa Maori supervision

The participants were also asked about their thisugloncerning kaupapa Maori
supervision. Generally, this was perceived to beemed with Maori supervising other
Maori, according to Maori customs and processethinva Maori framework.

Not surprisingly, the Maori supervisors who had viled this form of
supervision provided the fullest descriptions ofawit was and what it involved. For
example, Pearl stated that kaupapa Maori supenvisas ‘a formal process because of
the rituals that go with it [for example karakiadimoi] ...and it is valid [in its] formal
and informal [forms, since it is] from [the] Maoviorld and with Maori supervisegs
Similarly, Halle saw such supervision as being kinto “kaupapa Maori researchin
the sense that it wasabout Maori with the Maori worldview and Maori price
providing supervision for Maori who are wanting tevelop their practice skills.
According to Halle, fots of Maori... [want] that kind of supervisionhere they don't
have to define to their supervisor what they mead..ahe supervisor is not judging
them on their own worldview that's not Mabdiin addition, kaupapa Maori supervision
enabled Maori social workers to participate in:

A productive relationship where their practice isitg explored in the
appropriate manner...and ...that's a new phenonmerior Maori practitioners,
[who are] learning to [have] conversations namindhat it could be like, and
putting those stories somewhere for people to litefnain.

Most of the non-Maori supervisors, like Faye, comted that they understood
kaupapa Maori supervision asupervision by Maori for Maori As expected, they
positioned themselves as outsiders in relationaipkpa Maori supervision with the
ideas they had about it mostly being derived frormok! colleagues who had shared

their experiences with them.
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To sum up, the supervisors’ perspectives concermnigural consultation,
cultural supervision and kaupapa Maori supervisitlostrated the complexity of
biculturalism and indigenous development within tiAetearoa New Zealand
supervision context. Biculturalism was apparent mgnsupervisors from the majority
Pakeha culture, who indicated that they needediralliconsultations in order to be
professionally competent with Maori. Indigenous elepment was, however, obvious
in relation to cultural supervision and kaupapa Maapervision which were identified
as specific practices for and between Maori. Acegydo Eruera (2007, p. 145) both
cultural supervision for Maori and kaupapa Maopewision establish “an indigenous
position,” in relation to the supervision of Maorginforcing the relationship with the
Crown under the Treaty of Waitangi and the respgmlitses and obligations that arise
out of that relationship. Obviously, there are elifinces between non-Maori and Maori
with regard to their positioning and practicesatation to supervision involving Maori.
For non-Maori, their positioning is outside of thN&ori world and their engagements
are cross-cultural as they aspire, learn and trypdobicultural or not, whereas the
indigenous insider positioning for Maori, assurda tdevelopment of both Maori

practitioners and an indigenous form of supervision

Multiculturalism

Multiculturalism influenced the participants’ supision in three ways: First, through
several supervisors’ awareness of the changing dexpby of Aotearoa New Zealand;
second, through two-thirds of the participants tmmsg cultural supervision from a
multicultural perspective; and third through supssvs who were from a different
culture to their supervisees.

Some of the supervisors commented upon the efféctthe changing
demographics of Aotearoa New Zealand society upmth Bocial work practice and
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supervision. Vicky illustrated this in two waysegthirst of which was in relation to the
practice discussed within supervision. She notat tive're having to...take on board a
whole other worldview...in terms of people's culturabtentity...cultural
practice...religious practices...it's just so muagger than just having Pakeha, Pacific
Island [and] Maori” Vicky added that for a long time it's been focused in terms of
how we see difference, now, we see so many [diffes¢ and...the things that
supervisees [bring] to supervision are quite diffiet” The examples she gave
concerned issues related to interpreters and terwange of cultural issues that were
raised, worked through and managed within supemisiThe second effect of
demographic change illustrated by Vicky, was iratieh to the workforce (that made
up the supervisees) and the services offered. Vigkgked in a team consisting of
people from &leven nation$ and she mentioned the recent development witi@n
agency of atranscultural team specifically for immigraritsin general, this situation
bears out the comments made by Maidment (2009 0p.dédncerning changes in the
New Zealand population as a result of immigratidmnges clearly evident in the 2006
Census which showed that 22.9% of the New Zealapdlption was born overseas, an
increase since 1996 of 5.6% (Statistics New Zeala0d6).

Related to the participants’ awareness of the pulttiral nature of Aotearoa
New Zealand society was a multicultural perspectiwacerning cultural supervision,
construed by almost two-thirds of the participaass applying to all cultures. This
perspective consisted of two viewpoints. The fingis cross-cultural and identified
cultural supervision as being provided by somesamfthe same cultural group as the
client or supervisee, to a supervisor or socialkeomwho was outside of that cultural
group. This view was illustrated by Becky, who atestthat cultural supervision was:

Where you get supervision from a person of theusulbf the person you're
working with. Like if | was working with a Vietnase family, didn’t know
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anything to do with how that worked, | would go &l a person who was
Vietnamese to give me some supervision around kaavk with this family.

Cultural supervision from this viewpoint concerngith provision of knowledge about
a cultural group to an outsider. Faye describeguipose asrhaking sure that I'm
acting in a sensitive and appropriate manner tovgapeople of another cultufewhile
Zara said it wassupervision around the tasks related to anothetucel as well as
being aware of your own culture. Related to theswypoint was Ben’s description of
cultural consultation which he thought needed t@b&ilable in relation to all cultures,
including a ‘tultural consultant for some European people [begguwe’re an
extremely diverse lot tdo.

The second viewpoint described cultural supervisaagnoccurring between a
supervisee and supervisor from the same culture, \was concerned with the
exploration of cultural practices and ideas (botthiw and outside of the practitioner’s
cultural perspective). Its purpose was to explbeedffect of their work from their own
cultural frame of reference, in what Ted describedculturally appropriate processes
of reflection” Ben exemplified this viewpoint describing culiisupervision as being:

[With] someone from the same culture ... usually pestisor who's obviously
got some expertise in that, [with whom] ... the suigee can explore their own
cultural dimensions in relation to where they’re nking, and ... to ... get an
understanding of how they ... make sense of whaifggygm around them, from
within their own cultural framework, because it padbly gives them a greater
understanding of themselves in relation to whaéipgening for them.

The two viewpoints expressed above also show &seoltural form of
supervision for practitioners from the majority Bhk culture, and a same cultural form
for those from a minority culture. They mirror tonse extent the forms discussed
previously in relation to bicultural and indigenopssitioning, with regard to the

supervision of Maori. In the local literature, thetion of different positioning amongst

cultural groups is raised by Su’a-Hawkins and Mgdil(2004), who refer to the diverse
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forms of Pasifika cultural supervision experienbgdlongan and Samoan practitioners
and underscore the role that cultural supervisias for these practitioners in the
making and maintenance of cultural connectionsa@le the construction of cultural
supervision and consultation as applying to altwweks has implications regarding the
positioning of majority and minority cultures as livas differences in its cultural
relevancy for each group. Regarding this, Shakiiechdhat during a course on cultural
supervision that she had attended, the meaninigeofvbrds ‘cultural supervision’ were
what they had spent the most time on and thisdasesonal questions concerning her
own place and positioning:
| was very much seeing [within] social work in N&&aland at the time, that if

you weren't Maori, then you were Pakeha... [yet] biram a colonised country,
but wasn't Tangata Whenua and ...all of the palit€that.

The question of what ... it mean[s] to be multiculturaloomed large for Shakti
because so many of [the] models of cultural supervision dha&ome from Pakeha
supervising Maori or Maori wanting to be supervisgdMaori”

Shakti’s point concerning the models of culturapervision aligns with that
made by DeSouza (2007), who bemoaned the lackev&lure regarding multicultural
supervision relationships. DeSouza (2007) asse¢n@dthe emphasis on the Treaty of
Waitangi, biculturalism and indigeneity within Newealand has meant that a
complementary local response to multiculturalisra hat emerged in any coherent way.
A greater need for supervision and support for itwitural practice as opposed to
bicultural practice has been noted by Nash and T8D04, p.34) who recommended
the further development of the multicultural cuatiem within social work education
and training, particularly with regard to expanditige notion of multiculturalism
beyond the constructs of anti-oppressive and astrdninatory practice. Clearly, the

development of a consistent and coherent multicallxesponse to supervision, which



recognises the different positioning of membersnadjority and minority cultural
groups and the dynamics of cross-cultural and sautteral engagements within
Aotearoa New Zealand, has yet to emerge.

Shakti's views were also relevant with regard ®tthird theme, namely, being a
supervisor from a culture that is different to tbatour supervisees, with most of your
supervision being cross-cultural. Shakti and Namwrmadlthough most of their
supervisees seemed to participate in supervisioth & degree of respect and
understanding, both raised questions concerningégonal and professional identity
politics experienced by non-white social workerst Example, Shakti felt thah® one
would make a professional allowance for [Herpbecause they thought she was “
brown Pakehd There was a cultural blindness present, Shalggested, which meant
that she was viewed as a white person becausepshke the same language and had
been educated in New Zealand. Shakti's perceptioonutiural blindness, a lack of
recognition of her culture and being positionedaasiember of the majority culture,
reinforces the limited development of a multicidlusocial work perspective within
Aotearoa New Zealand, as well as the strength ef litultural discourse among

members of the social work profession.

Improvements to supervision

In this section, the participants’ views concernihg improvements to supervision are
presented and discussed in relation to: the cultesponsiveness of supervision; the
participants’ own supervision; that of their orgeation; among ANZASW members;
and finally with regard to the education and tmagniof both supervisees and

supervisors.
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Improving the cultural responsiveness of supervisio n

Given the findings presented in the previous sactiegarding the influence of
biculturalism and multiculturalism within supenasi it was not surprising that several
supervisors suggested that the cultural responssgemf supervision to Maori and
Pasifika peoples was an area in need of improvenBgnand large, the improvements
suggested, reinforced the desire of Maori supersitmimprove their supervision from
an indigenous cultural development perspectiveJevtdr non-Maori supervisors the
focus of improvement was concerned with their cmdsural competence.

Pearl exemplified the supervisors who thought ttie key improvement
required was tb get more Maori on board, to understand processiesupervision
...and recognise that we actually had supervisobefore tauiwi’ Elaborating on this,
she referred to practices such a&arVing,...harakeke (flax weaving), pick[ing] puha
(watercress) ...at a certain time ... karakia (pegy..[and] all the things that go with
that” Pearl added that the use a@veryday languageand metaphors from the Maori
world had improved her supervision with other Maand described how she had been
encouraging Maori practitioners she worked with:

...to start looking at their own practice and ...deeanodels or approaches of

practice ...from a Maori base... [because] theseatly have ...a theoretical base,
they just don't know how to put that in some sboomtext.

Apparently other Maori practitioners lookesttinned when she askedwhere do you
want supervision ...do you want it at the basehef mountain....at my work or your
work or shall we go to...the rivet

Among the non-Maori supervisors, the improvementggested were concerned
with their knowledge of Maori models of supervisiand the availability of more
culturally appropriate consultation or supervisi@nsimilar situation was reported in

relation to supervision involving Pasifika peopl€serall, the non-Maori supervisors
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noted that they needed to develop their own crafistal approaches, rather than rely

on Maori and Pasifika peoples to teach them.

Participants’ supervision

The supervisors’ identified three specific areasmoprovement with regard to their
supervisory practice, as well as ways by which dogtrovements might be achieved.
The specific areas of improvement they identifiesheerned: self-management, their
integration of theory and practice, and learningl@ng something new. Nearly half of
the supervisors identified matters related to thié-reanagement of their supervisory
practice, including: a more structured process;etito prepare; a clear contract;
recordkeeping; and greater accessibility and abvitithato supervisees. For example, as
Sam put it:

I'd like to... have the time to reflect and preparéiamore. I'd like to be more

able...when | say we’re going to do their contract smmething like that, to

actually have the time to do it, rather than gegtinvolved in other issues around

supervision...I'd like it to be a more managed praceand I'd like to feel...a bit
more in control...

The second area concerned the integration of thedypractice, and included gaining
more knowledge of supervision models, theories &whniques. Ben and Laura
illustrated this, with Ben suggesting that his suggon model and practice would be
improved by fnore theoretical knowledge of supervision...[and]eottechniques ...
used” while Laura thought that her supervision wobklimproved by ihcorporating
the modelsshe had learnt and tryingd' integrate the theory moreFinally, the third
area, learning or doing something new in their suipery practice, was illustrated by
Fred, Pearl and Halle. Fred wanted to learn mocaitathe ‘funning of a good private
practice” and to explore Where culture is in supervisidnFor her part, Pearl wanted to
explore how to do droup supervision...from a Maori perspectivavhile Halle

believed her supervision could be improved by $iggit in “a different setting such
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as a landscaped or garden area, that was moraapini the sense that itfeates that
energy that is really helpful in building a relatiship”

The above improvements would be achieved by tlpersisor's own efforts,
through being effectively supervised themselvedanitirough formal avenues such as
courses and conferences. More specifically, thersigors believed that via their own
efforts they could achieve changes related torealfragement, and learning new and
different things. These efforts included: readimud gpersonal study; changing the
messages they gave to staff about their availgpditending to the supervision setting
and humanising it through the inclusion of itemstsas pot plants and office décor.
Improvements related to the application and intigmneof theory and practice, however,
were developments that could be achieved by bdiegtavely supervised and through
courses of study and conferences.

Generally, the improvements suggested by the sigoes aligned with those
identified by respondents in the postal surveyhhntterms of ideas and the desire to
improve their practice as supervisors. In termsthef literature, the improvements
concerning self-management to some degree aligm thé shortcomings reported by
supervisors within Kadushin's 1992(a) study, whi@se concerned with the use of
theory, theoretical models and integrating theargl practice are apparent in the work
of Kadushin and Harkness (2002), Munson (2002) &sui (2005). However, those
concerned with doing something different or newghlight how supervisory
development varies and to a certain extent reieféteid’s (1997) suggestion about the
need for further research regarding the professideeelopment needs of supervisors

and how such needs may be met.

Organisations

All of the supervisors made suggestions about hopewvision could be improved
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within their respective organisations through orgational policies, accountability
processes and the support provided to them as\ssies.

Suggestions regarding their organisation’s supenvigolicies included: a
clearer policy, particularly with regard to theeadnd purpose of supervision; greater
specificity concerning the use of cultural supgons more responsiveness to the needs
of Maori; and a more formalised training regime $oipervisors. For example, Becky
identified an improvement that was needed in hesnags policy regarding How
[supervision] is valued and ... it's role and purpgsehile Ted said that supervision
policy would be improved within his agency bypeing really explicit about the
arrangements, purposes and tasks of cultural sugierv” Similarly, Halle suggested
supervision within her organisation would be imm@d\by giving greater recognition to
Maori staff through better access to Maori sup@rgswhile Elton noted that a training
requirement for supervisors would improve supeovisiithin his setting.

The supervisors involved in organisations with wmldmodel of supervision,
(whereby a manager provided internal managementergigppn and clinical/
professional supervision was provided either byearpnternally or externally by a
consultant) made comments about improving the auedbility processes. In
particular, most suggested that feedback between ptrties involved should be
improved. For example, Narmada thought supervigibhin her organisation would be
improved by ‘tleveloping contracts...and more regular feedback ing=tbetween
supervisees, management and external supervisarsh $edback could occur,
according to Ripeka, by way of @htee monthly repottand joint meetings of the
parties involved. Ripeka, pointed out that a simpaocess already occurred in her
agency for students on fieldwork placements, wheiste, the student and the social

work school’s field education coordinator would Ba joint meeting to complete the
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student’s placement assessment report. FinallypnElnd Iris suggested that an
improved accountability process could be achievgdnionitoring the practice of
supervision. Elton believed there was a need torenthat supervision was more than
just “the dumping ...off load, don'’t tell anydnglace. Iris, on the other hand, stated
that supervision would be improved by better folloywy concerning the reports the
social workers and supervisors were expected tmguButting it bluntly, Iris declared
that in her case itfasn’t happened for the last four yedrs

The support organisations gave to supervisors was third area of
improvement. Suggestions by participants included: time allocation and workload
relief given to supervisors; and the provision mfdantives such as an allowance or an
increase in pay. Elton captured both of these msttpeople don't get any [extra]
money to become a superviganor did they get any reduction in their workloadh&v
was needed, in Elton’s opinion was the provisioningentives and for employers to
recognise the contribution that supervision mader&ctice.

On the whole, desired improvements within theiramigations mirrored those
identified in both the postal survey and amongst shpervisees, with there being a
definite alignment between the supervisees and reigpes regarding better
organisational policies, accountability and supgortsupervisors. With regard to the
literature, the results concerning organisationalicges add to a literature, which
generally advocates for such policies as a mearestablishing a supervision culture
within organisations (see: Meddin, 2004 and Momjst993, 2001), by highlighting the
need for research studies regarding the alignmetwden supervision policies and
supervision practice. Turning to the improvemenégarding the accountability
processes within organisations, the issues raissdacecning feedback and the

monitoring of supervision practice are mentionedMyrrell (2001) in relation to the
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contracting and confidentiality issues within ertdrsupervision and by Cooper (2006)
who found supervision to be an organisationallyctaned private arrangement.
Clearly there is a need for further research iis #iea. Finally, with regard to the
improvements concerning the support provided toesugpors, the matters of time
allocation and workload relief have been raisedrevious New Zealand studies within
the child welfare setting (see: Bowden, 1980 andn{p 1994). Likewise, the issues of
remuneration and an inadequate workload reductorstipervising were commented

upon within O’Donoghue’s (1999) study.

The ANZASW

One third of the participants believed that theZW$W had made considerable efforts
to improve supervision for its members, and refkteeits supervision policy statement,
supervisor competency standards, the supervisotgrest group and articles on
supervision in the Association’s journal. That sdite improvements identified by the
participants were concerned with the further dgwelent of professional supervision

and its promotion across the social services atfiiwANZASW branches.

Developing professional supervision

Three areas for the development of professionakrsigion were identified: first,
increasing the development options available fomimers; second, the credentialing of
supervisors; and third, practice developments &ipg¢oi Aotearoa New Zealand.

Almost half of the supervisors had something tg ahout the Association
offering more professional development options. SEheptions included training and
education courses, formal supervision qualificatjand regular forums for supervisors.
Among those who mentioned training and educatiamrsas, a distinction was made

between the needs of supervisors and supervisags.\ias one of the participants who
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spoke about courses for supervisors:
Refresher courses...would be great... some professioorél about supervision,

and more on the theories that people produce tBmcause there’s new ones
coming out all the time, and it's just hard to kegpto date

In contrast, Becky suggested thatft of professional development [could be] how to
use supervision on a very practical leVé¢lalle, however, believed that the Association
had a leadership role to fulfil concerning educati@nd training for supervision,
particularly through encouraging and supportingesuigion qualifications:
At the moment we’ve got a variety of supervisi@intng based on experience
and knowledge that [the] particular educational figtion ... has thought about
and then put together in a package. But there’'semse of [some key questions].
Are we on the right track? What [are] the strergyibf this, and what are the
gaps? So | think the Association could be playngading role in that... there
needs to be more encouragement ...around supportipgrgsion qualifications
and...some alignment around thinking [about] whatlddoe the elements of a

good supervision course. Who informs us arouns?thAnd then what does it
look like in practice?

lllustrating the views of those who thought thae tAssociation could play a role
through the provision of regular forums, Kiri spodethe need forregular ...meetings
for supervisors ...to talk about how we can impreupervisiori’ These forums or
meetings would explore questions such as:
What are the problems? ...How are we accountabkeatth other and to the work
we do? ....How do we practice? What informs ouesuvgion?

Another area of improvement was the credentialihgupervisors, with some
participants noting the lack of professional stadddo determine who could claim to
be a supervisor. Pearl, for example, noted thgpésvisors are popping up all over the
plac€, charging widely varying rates for their servicesd asked:How can that be?
Anyone could be a supervisor, according to Pead, the Association needed to set
some standards and guidelines in this area. Narectzed this point:

What they could do ...is standardis[e] things...Theyld®@ffer a certain set of
people who would be available for supervision... h’tiohink that it's fair to
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expect the Association to do much more than ofiesiply a set of people
The Association’s supervisors’ register was memibhy a few participants, but in each
case it was noted that there was no vetting ofréusster and it was left to members to
make their own enquires.

The third area for the development of professiangiervision concerned the
development of practice specific to Aotearoa Newlded. Two kinds of improvement
were suggested, the first being the developmeanocfotearoa New Zealand resource.
Fred, for example, thought that itvbuld be timely now to have something that ...
provide[s] in New Zealand a model or models of suigeon practice” similar to the
New Zealand Social Work Training Council's (19&)pervision Resource Packdye
The second kind of improvement, advocated by Hahe Ted, concerned cultural
supervision. According to Halle, the Associatioreded to define the parameters of
cultural supervision so that it contained an appate cultural framework, which
named Maori but also recognised th#ete's a whole new cultural dimension of
immigration, refugees... and Pacific Island peopleo are part of that social work
client base and have special neéda Halle’s view, ‘the Association need[ed]...to...
define what supervision is in the context of AateaNew Zealand Similarly, Ted
thought that the Association could improve supémidy:

...bringing the culture of supervision to the foreand seeing that cultural

supervision is not something that only Maori ..1@&se or Ethiopians do, but ...is
something that the dominant culture needs to paygtkatest attention to

16 The New Zealand Social Work Training Council (NZS@jTwas a policy making and standard setting body
established by the New Zealand Government in 19f2was succeeded in the late 1980s by the Newazeal
Council for Education and Training in the SociahBees (NZCETSS). Th&upervision Resource Packa®85)
was developed following workshops held in AugusB2%nd July 1983, and from contributions the NZSWTC
received from forty-eight social workers.
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Promoting supervision across the social services

The way the ANZASW promoted social work supervisammoss the social services and
among its members was a theme within the supes/ismmments related to the
Association’s advocacy on behalf of the professiooal area branch initiatives, and in

relation to its own policy and procedures.

Advocacy

A number of supervisors commented on the Associatioole as an advocate for
professional social work supervision. Becky, foaewle, spoke about the importance
of “the voice of ANZASW...talking about what supemis®..and taking a stand
Others identified ways in which the Association Idobe an advocate. Elton, for
example, asserted that it was important that sowiatk supervision remained
profession specific within DHB settings, and thastwas reinforced by the profession.
To that end, Elton suggested that dne pagerabout supervision which covered the
essential points of the Association’s policy cobkddeveloped for practitioners tbave
up on the wall' Fred too commented about the need to keep &gsmin specific focus
on supervision, expressing concern about univeraitgl polytechnic supervision
courses being offered to other professions in ai@éto capture the bigger fieltl Fred
believed that a potential consequence of this cbeldhat the social work profession
lost its “‘niche in the market and the Association needed to address thisoirirast to
the profession specific advocacy, Halle’s view iz the Association could be doing
something to improve supervision on an inter-prsifasal basis by working and taking
a leading role with the counselling and psychothgnarofessions to promote a wider
understanding of supervision across the helpinéepsions.

Some of the above comments reflect the increasitegy-professional and

interdisciplinary emphasis within the helping psd®mns and the field of clinical
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supervision (see: Davys and Beddoe, 2008; Kadusiml Harkness, 2002;
O’Donoghue, 2004; Rains, 2007; Shulman and SaB@05), which is at the opposite
end of a continuum to the uniprofessional requireimef regulatory authorities and
professional bodies (see: ABECSW, 2004; ANZASW,8®WRB, 2007b). Simmons,
Moroney, Mace and Shepherd, (2007, p. 78) suggestadtidle ground and pragmatic
way through this issue, when they reported thatpiduicipants in their workshop on
cross-disciplinary supervision generally agreedt theach discipline needed same-
discipline supervision for safe and ethical practo that cross-discipline supervision
should not be the only [form] of supervision [un@d&en].” In other words, inter-
professional and interdisciplinary supervision @&sdlevelopment should be an adjunct
to a practitioner’s supervision and supervisoryadepment within their own discipline

or profession.

Local branch initiatives

Initiatives at a local area branch level, suchhesprovision of professional support for
members with supervision challenges or throughctires such as peer supervision
groups, were also identified as areas for improvem®n the professional support
aspect, Becky thought that local branches coulgp@timnd assist members who were
not receiving good supervision, particularly thosealy receiving administrative
supervision, by beingah identity that flies a flag that supervision ia anportant
developmental...and practice tool for social worke&imilarly, Elton suggested that
branches could contribute tsupervision suppdttand “peer suppoit He envisaged
peer supervision groups involving members from edédht professional areas who
would engage incase presentations and peer review|ded also supported the idea
of peer and group approaches within branches, efedred to the peer supervision

modet used in his agency which had developed fratméngth based [ideas] that came
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from some joint work ...with another couple of loagencies. Such an approach would
challenge the individual expert discourse presetitimsupervision, and perhaps enable
social workers from different agencies to develogirtpractice from the ground up. He
elaborated by making the point thagehuine action and genuine change comes at a

much more local level...with a community developrapptoach’

ANZASW policy and procedures

Only a few supervisors suggested improvements & ANZASW’s competency
programme, supervision policy and code of ethiogprbvements to the competency
programme were concerned with the evidence selestdgresented by social workers
as supervisees within supervision. Elton, for eXampoted thatttying to establish the
standard that supervision [is] occurring at [was]fficult,” because the person being
assessed asked the supervisor and colleague t awriaittestation at a particular point
in time. He thought that the process might be impdoby ‘having more research-
based...evaluation of supervisiori..Narmada and Fred emphasised the need for
consistency and standardisation in relation to ghpervision component within the
competency assessment programme, particularlyrinstef ensuring that members are
at least being supervised by a social worker. biitanh they also wanted it to be stated
that the supervisors of the ANZASW members shoukb ée members of the
Association.

Regarding other ANZASW policy and procedural immments, Zara
suggested an improvement concerning the manageshésihoddy practiceas well as
the inclusion of a section on the provision of fleack within the policy statement,
whereas Halle, for her part remarked that the sectn supervision within the
Association’s code of ethics needed improvemens. ilnportant to note, however, that

Halle’'s comments were made prior to the publicatmin an amendment to the
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ANZASW Code of Ethics (2004a) concerning responsibilities in supervisory
relationships (see Appendix S).

Not surprisingly, the supervisors suggested botvider range and greater
number of improvements than the supervisees wihrteto the ANZASW's role. The
most obvious areas of difference were that thersigmes identified that the ANZASW
had a role in the professional development of shgien, particularly in terms of
developing a model of supervision that was spetifidéotearoa New Zealand, as well
as defining the parameters of a cultural frameworksupervision within the changing
context of Aotearoa New Zealand. With regard to lttezature, there were no studies
located that discussed how professional social waskociations could improve
supervision for their members. Obviously there isead for further studies regarding

the role professional bodies have in improving sup®n for their members.

Education and training

Almost half of the supervisors thought that supgon could be improved through the
provision of education and training for superviseparticularly in terms of what
supervision involved, how to use it and how to derihe most from it. Once again
Elton was forthright in his views, stating that edtion and training for supervisees was
“probably a gap at the moment ... [and] wouldn’t bbaal part of actual social work
training in general’ but candidly acknowledgeti’m just not sure...whether it's an
integral componentnow.” According to Elton, basic supervision trainingpwd be
concerned with: ..how to use it [and] getting the best out of yaupervisor’ Beyond
this basic training, however, Elton also suggedteste was a need for both social
service agencies and the social work professigorawide further training focused on
socialising beginning practitioners into post-giyaig supervision. Likewise, Ivy
believed that training institutions should have more emphasisvrat it is like to be a
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supervisee and what they might expect in their sigien.” She had noticed in her
practice that:
...people don’t know how to be prepared for supesaifand] ...there needs to
be more emphasis on that [becauskegy... don’'t know what's really okay to
bring to supervision

A majority of the participants also suggested thate available, accessible and
good quality education and training for supervissmild improve supervision. Pearl,
for example, commented on the need for universitiesffer “a lot more supervision
training” in provincial communities, and the importance fofmal qualifications in
supervision rather than the provision of short,-offecourses. Similarly, challenges
concerning access to and the availability of supgm training were addressed by Ivy:

| think we are limited in supervision training ihi¢ area... | think the only step
for me really in getting more formal ... academic Igications, would be to do
the Massey [University] Diploma in supervision. atk all | can see really at the
moment. There’s another institution [nearby] thaffers some supervision
training, but | think...that Massey would probablythe most credible. That has
its own implications, trying to fit that around yoworkload and things, and cost
and needing to go to block courses and thingshinktwe need to do something
more about what'’s offered in terms of supervisiotid.like to see more.

Iris and Laura, talked about the quality of supon education and training;
that is, the need for it to be of a high qualityasl as the curriculum it needed to cover.
According to Iris, the curriculum should include:

Really basic things like an understanding aboutt@msting....accountability...an
understanding of what supervision is...lots of edéht definitions,...how to
establish the supervisory relationship,...how toase a supervisor, a bit of the
history of how supervision developed, access w@rigty of models.
In contrast, Laura believed that supervision carseeded to betdilored” to specific
fields of practice and work environments. She @sdethat courses should either enable

participants to focus on their particular settimgeasure that they addressed a range of

supervision settings. Laura also noted that whensas are delivered for a particular
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organisation or field of practice that they shoudude literature specific to that field
of practice, and address the legal issues, pobioyext and culture of the organisation.
Another improvement Laura suggested concerned gspes making their practice
“available for view at conferences, arguing thaivé are very good at talking about
what we do but not actually showing what we’ @he believed that examples of actual
practice would help supervisors to improve theagpice. Laura’s comments highlight
what Kadushin and Harkness (2002, p.429) describéthe traditional and current
heavy dependence on record material and verbal rte2pavithin social work
supervision, with few social workers and supengsaising observation methods.
However, the observation of direct practice is mfgh “possible legal, clinical and
logical complexities” according to Urdang (1999, 1#6), who therefore details the
benefits of a video lab in which simulated roleyslaare used to develop students’
practice and self-awareness as a practitioner.

Overall, the calls for improving the training ofipervisees and supervisors
reflected the literature, which shows an emergintpleasises on the need for the
training of supervisees (see: Carroll and Gilb2a0Q6; Davys, 2007; Knapman and
Morrison, 1998; Morrell, 2005), while the improvems suggested about supervisory
training have been widely highlighted (see: Browmd éBourne, 1996; Kaiser and
Barretta-Herman, 1999; Kadushin and Harkness, 20Qfison, 2002). Kadushin and
Harkness (2002, p. 475) summarised this situatiethwhen they stated that “relatively

few supervisors have had an extended systematta&dua in supervision.”

Conclusion

This chapter has presented the supervisors’ urahelistys of the influence of the
Aotearoa New Zealand context on supervision, arelr thiews concerning how

supervision practice might be improved. Overalle timfluence of Aotearoa New
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Zealand reflected social, organisational, professiand cultural discourses influencing
the supervisors’ practice, together with their paed responsiveness to biculturalism
and multiculturalism. Clearly biculturalism had tim®st influence upon the supervisors.
Its influence was evident in terms of their awassnef its presence within their
organisational settings, the recognition they gawvehe Treaty of Waitangi and the
bicultural code of practice, and their experiensésys and supervision practices with
Maori, together with their understanding and engagyg with culturally specific forms
of consultation and supervision.

Taken as a whole, the supervisors’ perceptionsatededifferences between
Maori and non-Maori participants in relation to dlicralism within supervisory
practice. For the Maori supervisors, their expergeaf the dominance of Pakeha culture
was contrasted with the ease and straightforwasdriieey experienced regarding
supervising other Maori. On the other hand, non-Mauopervisors indicated that:
bicultural supervisory practices were a challenge them, partly because of their
organisational settings; the fact that their peaba@ommitments and experiences of
supervising Maori were varied; and most of them Inaither limited experience of
supervising Maori. Yet, despite this, all participm discussed cultural matters
concerning Maori within supervision, to the extethiat an emergent model of
supervisory practice in regard to Maori content wheth parties were non-Maori was
identified. This model involved the exploration @iltural issues, and a discussion of
the need for advice and support from Maori services

These findings added to the current literature ionltural supervision practice
in two ways. First, the Maori supervisors’ perspaxs reinforced the findings of
Bradley et al. (1999), Eruera (2005, 2007) and Veelilreadon (1999) concerning the

dominance of Pakeha or Western forms of supervism the need for Maori to
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supervise Maori, in order to secure a Maori worgwiwithin supervision. Second, the
non-Maori supervisors provided insights into théeex to which they grapple with the
challenge of trying to be bicultural in a monoctéiuenvironment.

The complexity of biculturalism and indigenous depenent within the
Aotearoa New Zealand supervision context was algblighted by the supervisors’
perspectives, particularly those regarding cultamadsultation, cultural supervision and
kaupapa Maori supervision. A bicultural discoursaswapparent among supervisors
from the majority Pakeha culture, who indicatedeadhfor cultural consultation in order
to be professionally competent with Maori. Howevan indigenous development
emphasis was obvious in relation to cultural suisem that was specifically for and
between Maori and kaupapa Maori supervision. Tidégenous emphasis also included
the Treaty of Waitangi and the responsibilities abtigations that arise out of Treaty-
based relationships. There were also obvious éifiegs between non-Maori and Maori
in relation to their positioning and practices @fation to supervision involving Maori.
Non-Maori, were outside of the Maori world and hreir cross-cultural engagements
they aspired to be bicultural or not, whereas foaol, their indigenous insider
positioning was focused on the practitioners caltdevelopment, and the development
of an indigenous form of supervision.

Multiculturalism was acknowledged to a lesser eixtiian biculturalism, and
influenced the participants’ supervision in thregys: first, through several supervisors’
awareness of the changing demography of Aotear@adéaland; second, through two-
thirds of them construing cultural supervision franmulticultural perspective; and
third through supervisors who were from a differealture to that of their supervisees.
Overall, the supervisors’ perspectives mirrored séhoof the supervisees. They

highlighted the lack of attention given to multizwhlism within the local supervision
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literature, and indicated a need for a consistedt @herent multicultural response to
supervision which recognised the different positignof members from majority and

minority cultural groups, together with the dynashaf cross-cultural and same-cultural
engagements within Aotearoa New Zealand. Not ssirngly, the improvements

suggested with regard to the cultural responsiweméssupervision pertained to the
cultural development of Maori supervision and crogkural competence for non-

Maori.

Regarding other areas of improvement for supenvjdize participants indicated
that improvements could be made to their own sugiery, within their organisations,
within the social work profession and to educatiand training for supervision.
Generally, these improvements aligned with thosentifled by the postal survey
(Chapter 5) and the supervisees (Chapter 7), with mmain difference being the
suggestion that the ANZASW had a role in the dgwelent of an approach specific to
Aotearoa New Zealand and a framework to addressurall difference within
supervision.

In conclusion, the overriding theme of the supamgsnarrative was that they
attempted like the supervisees’, to recognise awpand where possible to the
Aotearoa New Zealand context within their supeornsiThey too identified areas where
supervision could be improved and were willing tiiess those areas related to their
personal situation. They were also realistic andctictal about the challenges and
complexities of their supervision relationshipshinttheir respective organisations, and
the differences present in their supervision areamegnts which were influenced by or

were the product of their context.



CHAPTER 10

TOWARDS THE CONSTRUCTION OF SOCIAL
WORK SUPERVISION IN AOTEAROA NEW ZEALAND

This chapter analyses the key findings of this wtasl they relate to the three research
questions, and discusses the contribution madddsetfindings to the field of social

work supervision both internationally and withintdaroa New Zealand.

Research findings

The findings from the postal survey and intervieas further analysed in terms of the
conclusions that can be drawn from them in relatmrihe three following research
questions:

a) How is social work supervision constructed inessoa New Zealand?

b) What influence does the Aotearoa New Zealandexttrhave on the participants’
construction of social work supervision practice?

c) Where and how can social work supervision pcactin Aotearoa New Zealand be
most effectively improved?

The construction of social work supervision

Key findings concerning the construction of soomark supervision included: the

environmental and personal factors that influentedonstruction; the nature and scope
of supervision itself; how it was practically arged; and the session practices that
occurred. Table 10.1 brings together the key figgifrom the survey and both sets of

interviews (supervisees and supervisors).
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Table 10.1 Summary of key findings concerning theanstruction of supervision

Results Survey Supervisees Supervisors
Environmental | The respondents agreedContextual factors: -The organisational setting
and with climate - Funding of social -The agencies policies
personal statements. services and supervision.-The perceptions of the
factors Identified that the best - Limited choices and supervision climate and culturg.
things about their options of supervisor.
supervision included a -Time pressure and -The supervisors’ personal
conducive supervision unpredictability of constructions of their
environment, in which practice. supervision relationships, and
progressive, effective, -Organisations’ their understanding of their roldg
interactive and safe supervision policies and influenced their relationships
practice occurred supervision contract. and behaviour.
within a supportive, Personal factors:
trusting, honest and - The match and quality
open relationship with  of the relationship.
a supervisor who -The supervisee’s
demonstrates well positioning within the
developed professional relationship as either a
qualities and attributes practitioner or a client.
and shares practice
expertise, knowledge
and experience.
Nature and Primarily clinical and  Constructed as: Constructed as:
scope of professional in nature, An activity and place in A reflective process and
supervision with an overall which objectives partnership in which the
emphasis on: the concerned with the objectives were to develop
process of working supervisee’s practice,  supervisees, enhance their
with clients; the well-  development and well-  practice, assure safety in
being and development being were explored, practice, whilst providing
of the worker; the reflected upon and support and monitoring
management of the processed within a compliance with organisational
work; and the professional relationship. and professional standards.
environment of the It was also distinct from It also had distinct kinds and
workplace. counselling and was different for some
consultation. population groups as well as
from other helping processes.
Practical Varied in terms of the  Forms were internal, Were either agency-based or
arrangements | forms participated in  external, mixed and external (private-practice). NG

with the most common
being individual and
clinical/professional
and least common
being cross-
disciplinary
supervision.

The frequency ranged between weekly and 6 weeklsiaes, with most common
being fortnightly and monthly. The variations ieduency were due to supervisee
experience. The frequency of internal supervisias greater than external. The
duration of sessions ranged from 30 minutes tdass with most being between 1

hour and 1.5 hours.

distance. Most had
management and

professional supervision

occurring separately.
Their supervisors were
line managers, peers or
specialists or a
combination of these.

Individual most common

form.

supervisors provided
management supervision, DHH
supervisors provided peer
clinical, and Child Welfare did
both management and clinical
supervision. External
supervisors all provided
supervision as part of a private
practice.

All supervision was individual.
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Results Survey Supervisees Supervisors

Session All features were Specific stages and Specific stages and phases (sqe:
practices experienced, decisions phases Table 8.4).
and discussion most  (see: Table 6.4). The content involved the issueg
common. Content concerned supervisees brought which were
Content concerned clients, workplace personal, client, workplace, an]i
clients, role, and work matters, their issues and management and
environment. supervision they organisationally related.
Most common content provided. Client and work related conten
was complex and Organisational and work was discussed in internal
challenging cases, related content was takensupervision, whereas
supervisee’s concerns to internal supervision, organisational and management
and ethical issues. whereas personal and  issues impacting on the
Process mirrored the  relational content was  supervisee and their ability to
social work interview. taken to external develop and practice effectivel
supervision. were the subject of external

Discussion and problem supervision.

solving were the main ~ Problem solving and solution

processes used. finding were the main processgs
used.
There were differences in
recordkeeping practices betwegn
internal and external supervisofs
with the latter being ambivalen
about recordkeeping.

Overall the results concerning the influence ofiemmental and personal factors show
that the social services environment, organisationtures, personal relationships and
role perceptions influenced how supervision is posdl in any setting, within Aotearoa
New Zealand. This finding adds to that of Eisikewt al's. (1985) concerning the link
between the quality of supervision provided andvoek environment. It also supports
Kadushin’s (1992a) claim that supervision was endieddn an ecological context, and
the findings of Tsui (2005) regarding the influerthat culture and context have upon
the practice of supervision. In addition, the metipersonal relationships and the
perception of their supervision roles also refldmwt points made within the literature
concerning how the quality of the supervision rielaghip impacts upon the practice of
supervision and is reflective of the use of autlyaand power, a shared understanding,
and trust between the parties (see: Brown and Boutfi96; Kaiser, 1997; Munson,
2002; Shulman, 1993). What this means is that thetjge of social work supervision

within Aotearoa New Zealand is embedded in andu@rited by the politics of the
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social services environment, organisational climated cultures, as well as the parties’
personal relationships and conceptualisation af tiede and responsibilities. In short,
supervision practice is socially and personallystarcted through being formed by the
interaction between the context and the personaepé&ons of those involved. Figure
10.1 illustrates the way in which the socially doasted discourses present in the
political and organisational environment and therspeal constructions of the
participants produce supervision in any given sgttClearly, the inference that arises
from the social and personal construction of sup@m is that it is arguably a complex,
contextually produced and personally directed phemn that is contingent upon the
interaction between both the environment and thapleeinvolved. It also illustrates
how the constructionist theory used in this thegisyvides a lens through which the
parties involved in supervision can identify ang&ge with the contextual and personal
factors that produce their supervision.

Figure 10.1 Environmental and personal factors prodcing social work supervision

The politics of the social services environment

Funding Organisational climate and culture
Accountability
The parties’ personal construction
i : of the supervision relationship, .
Saffing Policy their roles and responsibilities Social
Personal and
N g(f)nstructlon cqltur al
quality of The supervision supervision diversity
relationship duced and the Contracts
Workload produce ¢ )
interactional
process
Role construct and
positioning

Available choices of supervision and supervisor
Professionalisation

Unpredictable and complex nature of social problems
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With regard to the construction of the nature andps of supervision, the
results confirmed that supervision was aligned wile ANZASW (1998) policy
statement and definitions from the supervisionrditere in terms of its objectives,
functions and features. Taken as a whole, this sx¢aat social work supervision in
Aotearoa New Zealand is distinct and different froounselling/therapy, direct practice
and consultation because it consists of an inteeagtrofessional relationship and
reflective process that is focused on the supesigsaractice, professional development
and well-being, with the objectives of improvingveloping, supporting and providing
safety for the practitioner and their social womragiice. In addition, its construction
reflected the development of a professional supemiemphasis within the Aotearoa
New Zealand literature on social work supervisisee{ Beddoe, 1997a, 1997b; Davys,
2002; Morrell, 2001, 2003; O’Donoghue, 2001, 20@N)03). This professional
emphasis differentiates social work supervisionAmtearoa New Zealand from the
traditional, organisationally-based discourse, \@&ti from Kadushin (1976, 1985,
1992b) and found in the North American and Brifiggrature. One explanation for this
difference is the importance placed upon supenvisigthin the professionalisation
process that has occurred within Aotearoa New ZDelldhis has been particularly
apparent through supervision being constructeduasiamental to competent social
work practice throughout a practitioner’s careethimi Aotearoa New Zealand by both
the ANZASW and SWRB policy statements and hencetioe (see: ANZASW, 1998;
SWRB, 2007b).

The difference in construction between the supeessand supervisors (for the
supervisees, supervision was a functional and tipeed process they did in a certain

location, while for the supervisors it was a relaél interaction and shared practice)
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extends the findings from Solas’ (1994) pilot studly which he suggested that
supervisees were focused on their content, whesgaervisors were more interested in
the interactional process of supervision. This esien also highlights the need for a
better understanding of the supervisee’s role amdribution in supervision, as well as
where they are at in their development of theicpea.

A variety of practical supervision arrangementsrtgring to the forms of
supervision and the frequency of contact or sessiorere identified. Overall, the
plurality of forms was derived from the combinationseparation of administrative or
management and clinical/professional (education auwgbport) functions within
particular agency settings. When the functions veemabined, the supervision was in
an internal, unified, traditional arrangement. Yetien they were separated there was a
duality of supervision, with a line-manager supgovi and a clinical/professional
supervisor. The latter was either a peer sociakwotleague or an external consultant
or contractor. Occasionally there was a third fomhereby supervision was only
external and the supervisor was a specialist. Desipis plurality of forms, the results
clearly showed that an individual one to one moti@alivery predominated, which
indicates that it is the institutional arrangemematser than the format that has changed
in supervision. In other words, the variety coneer which functions of supervision
were undertaken within the agency setting and bgrnyhas well as the status of the
person in the supervisory role (i.e. were they aagar, a peer or a consultant), rather
than the format of the supervision, which predonglyaoccurred within an individual
one to one relationship.

Arguably, the plurality of supervision forms mirsothe trend found within the
Aotearoa New Zealand literature (see Chapter 2) aa$ indicative of the

professionalisation process that has occurred mviducial work in Aotearoa New

30¢



Zealand. Internationally, these results mirror phealism found in supervision practice
reported in North America, with supervision in ChiProtective Services and NGOs
using a traditional unified model, while in hosgstesettings the management and
clinical functions were split through the use oepand external clinical supervision
(Berger and Mizrahi, 2001; Gibelman and Scheni€197; Stein, 2005).

Results for the frequency and length of session® weoadly aligned with the
ranges reported in the supervision literature ($&aushin, 1974; Kadushin 1992c;
Tsui, 2005) and expectations outlined in the ANZASWO98) policy statement.
Generally, there was a standard range in termssgien frequency and length with
supervisee experience and need being the key nding factors determining the
particular session frequency and duration withearénge.

The practices within sessions concerned the feat(seages and phases),
content, process and recordkeeping. Table 10.2des\a comparative summary of the
stages and phases from the perspective of eachvsipe role. It shows how the
supervisees and supervisors approach and parécipasessions from their differing
role positions. These results add to our knowleaty understanding of the supervision
session by further developing Shulman’s (2005, 7). d&epiction of the “preparatory,
beginning, middle and ending/transition” stages himit sessions through the
identification of the stages and phases that bapervisors and supervisees experience.
In short, in Table 10.2, our understanding of thpesvision session as an interactive
process with comparable stages and phases occtoribgth parties is expanded.

In general, the content of supervision aligned witie supervision literature
(Kadushin and Harkness, 2002; Munson, 2002, TS5 This content included: the
supervisee’s practice; their experience of the plate environment, including issues

with management and the organisation; and occagiormersonal issues that affect
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them in the workplace. However, the interview résuihich identify differences
between the content of internal and external sugiery, provide new information and
add to ltzhaky's (2001) description of the diffeces between internal and external
supervision. Finally, the discussion, problem saviand solution finding processes
used in sessions mirrored those used in the sawed interview and were similar to
those discussed within the supervision literatwee( Kadushin and Harkness, 2002;
O’Donoghue, 1999, 2003; Shulman, 1993).

Table 10.2 Supervisee and supervisor stages goithses

Supervisee Supervisee Phases Supervisor Phases Supervisor
Stages Stages
Preparation Continual : Reviewing records.  Preparation
consideration. ! Thinking about the
Session : forthcoming session.
preparation. '
Start Social engagement. Starting Beginning
Orientation. : Checking-in.
Planning Agenda setting. | Agenda setting. Planning
Prioritisation.  Prioritising items.
Working Telling the story or! Clarifying and Working
presenting an item; exploring the story or
Interactively | issue.
processing. i Decision making and
task setting.
Ending Summary and ! Reviewing what was Ending
review. | covered.
The practicalities | Finishing up the
of next session. ! session.
1 Finishing the notes.

The keeping and use of records, only mentioned higy dupervisors, was a
notable finding, because it showed a differencevben the attitudes of and the
practices undertaken by internal and external sigms. Internal supervisors recorded
the agenda, agreed actions and other relevant mmatteh the approval of their
supervisees (and in one case sanctioned by an isatjanal policy), whereas the

external supervisors appeared to be ambivalenttadnod reluctant to keep records.
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Their ambivalence seemed, on the one hand, toctefieview that it was the
supervisee’s supervision and hence their respaditgitn take notes, and, on the other
hand, to reflect the potential risks of being stebe unethical or unprofessional for not
keeping records. The external supervisors’ attisuconcerning the documentation and
recording of practice clearly differed from bothettsocial work and supervision
literature which emphasises: the importance of dwmting practice encounters; the
accurate and timely recording of client and supew®iinformation; as well as the types
of records that should be kept for client and ptiacier safety as a form of ethical risk-
management (see: Ames, 1999; Cumming, Fitzpatkidduliffe, McCain, Martin and
Tonge, 2007; Falvey and Cohen, 2004; Gillander852Munson, 2002; Staniforth and
Larkin, 2006). Obviously, the external supervisoattitudes and practices regarding
documentation and recording raise questions al@it &ccountability to the agencies
with whom they have contracts to provide supervisiand their adherence to their
ethical obligations. In addition, their attitudesdapractices reinforce the need for
further research regarding the role and practiceeobrdkeeping within supervision

together with its contribution to client safety agttiical risk-management.

An evolving paradigm of social work supervision

Overall the results presented in relation to the@stwction of supervision within
Aotearoa New Zealand contribute to our knowledge @amderstandings of supervision
by showing that a new paradigm of social work suig@n is evolving. More

specifically, the traditional paradigm of agencywéad social work supervision
conducted within a hierarchical relationship invoty the functions of administration,
education, support and mediation that had develfioead the work of Kadushin (1976,
1985, 1992b), Munson, (1983, 1993) and Shulmar@3)LB& evolving into one in which
there is: a) pluralism and diversity in the formsdapractices of supervision; b) a
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broader mandate for supervision than that of tteneg and c) the need to recognise

and better understand the supervisee’s contribution

Pluralism and diversity in supervision forms and practices

The professional emphasis, pluralism and diverfsignd in the forms and practice of
supervision mirrored the trends found within bdtle fAotearoa New Zealand and the
international literature (see Chapter 2) and rédiéahe professionalisation of social
work and changes within the structuring, organisatind delivery of social services. It
is on this basis that it is argued here that tle®mh of social work supervision has not
kept pace with changes in organisational bureaycraocial service provision,
professionalisation and the development of profesdi supervision practice. In
particular, supervision theory has not kept padé tiie plurality of forms derived from
a separation of the management and clinical/prfeak (education and support)
functions and the expansion of supervision’s mam@bm an agency one) to include a
professional and statutory mandate. In other wottig, theory of social work
supervision has not incorporated the empiricalaese evidence about the practice of
supervision which constructs peer and external rsigien as legitimate professional
forms (see: Berger and Mizrahi, 2001; Bradley andieH 2009; Gibelman and
Schervish, 1997; Itzhaky, 2001). Instead, thesefepsional forms have been
constructed as ‘consultation’ rather than as ‘svipem’, in accordance with the
traditional organisationally-based paradigm of abwaiork supervision, on the basis that
these forms are not hierarchical or agency-base#t,d sanctioned authority and do not
provide accountability (see: ABECSW, 2004; Bogo avidknight, 2005; Collins-
Camargo, 2005; Kadushin and Harkness, 2002; T805)2

A factor contributing to this situation is the ctmstion of sanctioned authority
and accountability as being derived from an agehigrarchy. This construction,
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however, does not acknowledge that agencies camgatel or assign sanctioned
authority to peer and external clinical supervistyssupervise their staff, through
supervision policies and agreements, as was foummong some participants in this
study and by Cooper (2006). In addition, it doesrecognise that some social workers
have a professional accountability arising fromrtheembership of professional bodies
and by way of licensure or statutory registratidimong the leading social work
supervision theorists, Munson (2002, p. 10) was ohdhe few who recognised
professional and regulatory authority and accodligb in relation to
supervision when he stated that:

The supervisor is assigned or designated by ancggenganisation or statute to

supervise another’s practice, and the superviseggected to be accountable to

the supervisor.
Similarly, Barretta-Herman (2001), referring to enpsion practice in New Zealand,
commented that the external and peer professianagrgision that occurred among
members of the ANZASW, was supervision and not eltason because there was a
professional mandate in which authority and accahility were derived from
membership of the ANZASW and enforced by the pcacsitandards and competency
assessment programme. Since 2004, the ANZASW cem@getprogramme has also
been part of statutory social worker registratidDlearly, there is a case for both the
reconstruction in theory of what social work sup&on is and for a revision of the
mandate for supervision. There is a need alsortbduresearch these new professional
forms of supervision in terms of their focus, cantenteractional characteristics, and
their contribution to client outcomes and practigo well-being and development.

Regarding the reconstruction of what supervisgraiconstructionist analysis of

the findings presented in this study suggeststtiease has been a movement from the

traditional functional and organisational-basedirdiébn of Kadushin (1976, 1985,

30¢



1992b) and Kadushin and Harkness (2002) towardlmatefocused upon the objectives
and features of supervision. Therefore, on theshaisthe findings from this thesis, the
following working definition is proposed as a meaof capturing the emerging
professional construction of supervision:
Social work supervision is an interactive profesalorelationship and reflective
process that focuses on the supervisee’s pragiogessional development and
well-being, with the objectives of improving, deeping, supporting and
providing safety for the practitioner and their isbavork practice. It is distinct
and different from counselling/therapy, direct pi@E and consultation.
Supervision may occur through a traditional intétmararchical arrangement or
an external professional arrangement which focusesall of the areas and
objectives, or a mix of internal and external agements, which focus on
particular areas and objectives. The assigned siguaiated supervisors may be a

line manager, colleague or external consultantfectdar or a combination of
these where there is a mixed arrangement.

The key change in this definition is that supenssis constructed in terms of its
professional features and objectives, rather thenftinctions it performs within an
organisation. This definition further signals thiz paradigm of social work supervision
has shifted and that the characteristics of thengk have been the separation of the
line-management and professional aspects of sigiemviand the rise of peer and
external supervision with the latter reflecting eowing market discourse wherein
professional supervision is outsourced to extgpnighte contractors who in some cases
are attempting to professionalise supervision alseipline in its own right (Busse,
2009; Morrell, 2005). Figure 10.2 attempts to deplee nature of this evolving
paradigm and illustrate how the changes in thetoactson of social work supervision
have contributed towards a movement away from itheittonal organisational based
line-management model of supervision towards anrgmg portfolio model. In the
traditional model, supervision was construed asoeganisation’s responsibility to
provide, monitor and regulate. In a portfolio mqodebwever, there is a developing

emphasis towards it being the individual social keois professional responsibility and



ethical obligation to participate in professionapsrvision, and the organisation’s duty
to sanction and approve the types of supervisidiveted, as well as to provide
management supervision. The role of monitoring asgulating professional social
work supervision and the social work practitionetse of it, is assumed by the
professional and regulatory bodies, through thespective competency assessment

procedures and ethical and conduct standards.

Figure 10.2 An evolving paradigm of social work suervision
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Figure 10.2 also illustrates the interaction thatws between the social services
bureaucracy and the professionalisation discounges the construction of supervision.
When this interaction is constructed from a his@riperspective (see: Chapter 2), the
key historical developments within supervision tenseen as arising from changes in

the influence of one or other discourse upon howestsion is constructed and
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practiced. This interaction can be construed inftren of Hegelian dialectic (thesis,
antithesis, synthesis) (Beiser, 1993). The diateptesent, in relation to the evolving
paradigm illustrated above is one in which the fotic model reflects the professional
resurgence occurring within supervision. This rgeuce is a reaction to the
organisational and managerial dominance that hagldeed in recent decades as a
consequence of changes in social services orgamisaand management. As an
antithesis the portfolio model marks a change feupervision occurring solely within
an organisation by a hierarchical line supervisora mixed provision involving both
organisational and professional supervisors. lermwottords, it marks an evolution in the
construction of social work supervision from: ayeationship to a combination of
various supervisory relationships; and b) solelyeganisational accountability process
and responsibility to both an organisational andfgssional one. At this stage, the
antithesis (i.e. the portfolio model) is a limitddvelopment and arguably a transitional
development, to the extent that it is prevalenhinitsettings where social work is one
professional discipline amongst a number employé@tinvthe organisation (such as
hospitals and certain NGOs). The traditional mosil remains dominant within
organisations where social work is the main professfor example, Child Welfare.
That said, the development of group casework ctatsoh models within such settings
(see: Field, 2008), suggests a movement is ocgutowards the reconstruction of
supervision within this setting along the lines tbé dual model of administrative
supervision and case consultation proposed by Mu(E®75).

The emergence of a professional supervision enphasl the construction of a
difference between management and professionalnggpe exemplified by the
separation of the managerial and professional éspeithin the portfolio model, only

ensures that supervision occurs with another sogs@ker and that a social work
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perspective is present in the supervision produdéere is, however, no empirical
evidence to indicate that the professional supenviemphasis present within the
portfolio model results in better supervision oé tsupervisee’s practice and improved
client outcomes. Instead, some results from thissith showed indications of
professional supervision, in both its peer and regleforms, primarily meeting the
practitioner’s needs rather than a focusing onrtpeactice with clients and client
outcomes. This in turn raises questions concerthiagextent to which the supervision
of social work practice is addressed through babkeemanagement supervision and
case consultation in settings where management\ssios is provided by a non-social
worker. Another matter of concern with the portboinodel and the development of a
combination of various supervisory relationships tiee degree to which these
relationships form a cohesive supervision netwarkammunity of practice. From the
results of this study it would appear that inforimatsharing across the supervisory
network in the form of a learning environment thatelops both the social work and
supervision practice remains a challenge that lehso/ move beyond discussions of

two-way confidentiality and three-way accountailit

Reuvisiting the concept of a mandate for supervision
As indicated above, one of the implications of retoucting social work supervision
theory is that the concept of a mandate for supemj needs to be expanded to include
the designation or assignment of supervisory aitthand accountability by way of
membership of a professional organisation andaiusg, so that professional peer and
external supervision relationships are deemed &upervision rather than consultation.
The mandate or the right to act as a supervisoresofrom the same four
sources that a social worker's mandate for work witents comes from; namely, from

their agency, profession, by law and from peoplevwm the service is provided
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(Munson, 2002; O’'Donoghue, 2003). In other wordsupervisor’s authority is derived
from these four sources. Agency authority derivitsee from the supervisor being
employed (in the case of an internal supervisogamtracted (in the case of an external
supervisor) to provide the supervision for one arenstaff members of the agency. A
professional mandate is conferred through memberahd accountability within a
professional body that requires its members anid pinactice to be supervised, whereas
the statutory mandate is conferred through obligeatiunder registration or licensing
laws and regulations. These mandates were parigw@pparent in settings where the
clinical/professional supervision was provided leers or an external supervisor. The
fourth and final mandate is that conferred by thacfitioner. This is exercised either
through the choice the practitioner makes with rég@ a supervisor, or by their
recognition, acknowledgement or acceptance of arsigpr who has been assigned to
them Dby their organisation, professional body ogisteation board. Figure 10.3
illustrates the intersecting and overlapping relahips between the mandates present
in this study.

Figure 10.3 The supervision mandates
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Towards a better understanding of the supervisee'sontribution

Results concerning the construction of supervisglrowed that the supervisees

constructed supervision differently from the supsxs, and that their positioning
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within the supervision relationship was influendeyl whether they had chosen the
supervisor, the quality of the relationship, and slupervisor’s ability and competence.
In addition, both the supervisee’s perceptionsuplesvision as a place and activity and
their participation in the stages and phases olupervision session implied that
supervision was an important part of their workerodnd their contribution to the
interactive process of supervision was vital fopeswision to achieve its objectives.
Taken together these findings mean that therenseal to give greater recognition in
social work supervision theory to the superviseels in the production of supervision.
Clearly this aligns with the supervision literatimevhich manuals, articles, and courses
for supervisees have emerged (Carroll and Gill2896; Davys, 2007; Knapman and
Morrison, 1998; Morrell, 2005). This developmensakeflects a change wherein the
notion of supervision responsibility shifts fromganisations and supervisors being
responsible for the provision of supervision foparisees, to practitioners having an
ethical responsibility and statutory obligation fmarticipate within supervision
(ANZASW, 2008; SWRB, 2006). Evidently there is &dedo conceptualise supervision
so that both sides of the interactive and reflecfixocess are better understood.

Before moving on to discuss the influence of tlmeeroa New Zealand context,
it is important to note how the constructionist lstieal theory used in this thesis has
been used to interpret the context and views of padicipants. In particular, this
concerns the interaction between the social disesuror narratives in which the
participants were immersed and the personal pergpedhey held which contributed
to their construction of supervision. On the basfishe analysis undertaken in this
thesis, it is asserted that constructionist thesayld provided a possible pathway for
theory development in social work supervision irsimilar fashion to how it has

contributed to the development of social work pgcactheory (see: Hair, 2008; Hair and
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O’Donoghue, 2009; O’Donoghue, 2003; Payne, 1999912005, 2006).

The influence of the Aotearoa New Zealand context

The key themes concerning the influence of the &t New Zealand context are
constructed as: biculturalism, indigenous develamreend multiculturalism. Table 10.3

provides a summary of the results from the surveyiaterviews in relation to each of

these three contextual themes.

Table 10.3 Summary of key findings regarding the ifluence of the Aotearoa New
Zealand Context

Results

Survey

Supervisees Supervisors

Biculturalism

The supervision that
Maori respondents

participated in was: a) challenge to incorporate the level of recognition within
safe for the discussiona bicultural perspective their organisational context
of ethical issues, with within supervision. and the recognition that

a high level of trust;
b) involved
constructive
supervision
relationships
characterised by
openness, honesty,
antioppression, well
managed power
dynamics and safety

to ventilate emotions;

c) evaluated as very
good.

Maori have
significantly higher
mean scores than
non-Maori
concerning the
discussion of cultural
matters and the
supervision
relationship, cultural
supervision, co-
working, and use of
ideas from the
kaupapa Maori
model, as well as the
use of karakia and
evaluation in
sessions.

For most supervisees it Among the supervisors,
was an effort and a biculturalism was present in

Generally, the extent to individual supervisors gave tdg
which biculturalism the Treaty of Waitangi and th
was included within ANZASW bicultural code of
their supervision was  practice within their

related to the individual supervision.

supervisee’s personal

connections with Maori There were also differences

1%

society and their between Maori and non-Maoli
organisation’s response supervisors’ experiences, with
to the Treaty of the Maori supervisors
Waitangi and predominately supervising
biculturalism. other Maori, while the non-

Maori supervisors generally
had limited experiences and
competence regarding
supervising Maori. The non-
Maori were more commonly
exposed to biculturalism
through the discussion of nor
Maori supervisees’ work with
Maori clients in supervision.
The model of practice used bly
these non-Maori supervisors
involved exploring the cultura
issues, and considering the
need for advice and support
from Maori services.
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Results

Survey

Supervisees

Supervisors

Indigenous
development

Multiculturalism

Maori respondents
reported significantly
higher use of Maori

Several participants
constructed cultural
supervision as a

models and processesspecific practice that

Survey
demographics,
particularly 1.4%
Pacific peoples and
12% from other
ethnic groups.

14% of respondents
reported that they
used ideas from the
Pacific Islands
supervision model.

occurred between a
Maori supervisee and a
Maori supervisor.

Several of the
supervisees displayed
an awareness of
changes in population
demographics within
their communities.

A few supervisees saw
cultural supervision as
being for practitioners
from minority cultures
and/ or for all forms of
cross-cultural practice.

Maori supervisors mainly
supervised other Maori.
Several supervisors
constructed cultural
supervision as a specific form
of supervision that occurred
between Maori for their
cultural safety and
development.

The development of kaupapa
Maori supervision and an
indigenous position in regard
to supervision.

Several supervisors had an
awareness of demographic
changes within Aotearoa NeV
Zealand.

A majority of the supervisors
constructed cultural
consultation and supervision
as a multicultural practice tha
was for practitioners from
minority cultures and/or for al
forms of cross-cultural
practice.

A few supervisors raised
questions about cross-culturg
supervision relationships and
the dominance of the
bicultural politic within social

work.

Overall, the influence of the Aotearoa New Zealandtext within supervision

was mixed. Generally, the degree of influence ddpdrupon the individual supervisee
or supervisor and their perception of their orgatii’'s response to biculturalism;
indigenous development and multiculturalism. Téeel of response was particularly
apparent through the prevalence of cultural supemj cultural consultation and

kaupapa Maori supervision and the individual’s leseparticipation and commitment

to it.

The influence of biculturalism (as discussed in @tees 7 and 9) pertained to
supervision involving Maori. It was found that seygsion with Maori supervisees and

about Maori clients differed from supervision witlon-Maori, and that the nature of
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this difference concerned the use of a Maori woeldy Maori knowledge and Maori
practices. The degree to which non-Maori participamcorporated a bicultural
perspective varied, and was influenced by theiaoigation setting, personal attitudes
and connection with Maori society. It was notalhlattseveral participants found it an
effort and a challenge to incorporate a bicultysatspective into their supervision,
despite most displaying an awareness of the TrehfyWaitangi and the ANZASW
bicultural code of practice. This effort and chale was reinforced by the lack of
participation in cultural supervision and consudtatwith regard to Maori supervisees
and of practice involving Maori. A related themencerned some participants who
construed cultural supervision and cultural cordidh as referring solely to the
seeking of cultural advice and support when workiwgh Maori and several
suggestions were made about the need for cultu@rsision for non-Maori when
working with Maori. These participants also expesssconcerns about the low
prevalence and use of cultural supervision amomgstMaori.

Not surprisingly results concerning the differendetween Maori and non-
Maori supervision agree with comments made by Maathors about the supervision
of Maori (see: Bradley et al., 1999; Eruera, 200/Ish-Tapiata and Webster, 2004;
Webber-Dreadon, 1999). Likewise, results concernthg bicultural supervision
practice of non-Maori agreed with comments madehiwitthe local supervision
literature regarding the need for more work indliegelopment of bicultural supervision
approaches to ensure that the profession’s exglessemitment to the Treaty of
Waitangi is realised (see: Eruera, 2005, 2007; Q@ghue, 2003; Webber-Dreadon,
1999). However, results concerning cultural sumgowi and consultation were
inconclusive in terms of their contribution to bitwal practice because of the

participants’ low level of use of both activitieln addition, the results concerning
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cultural supervision and consultation mirror debatencerning the nature and purpose
of cultural supervision and consultation. This debaicludes: a) whether cultural
supervision is a specific form of supervision orefifer it is a form of consultation; b)
who should have cultural supervision (e.g. is it Maori or non-Maori working with
Maori, for practitioners from minority cultural gups, or for all practitioner engaged in
cross-cultural practice); and c) what is the puepas cultural supervision or
consultation (e.g. is it the cultural developmemd aafety of Maori practitioners or is it
for cultural competence for non-Maori or for préoters engaged in cross-cultural
practice) (see: Cooper and Anglem, 2003; Hair ail@o@oghue, 2009; Su’a-Hawkins
and Mafile’o, 2004; Walsh-Tapiata and Webster, 30@learly, there is a need to

further clarify the role and purpose of both cufuisupervision and consultation.

Generally, the indigenous development theme withipervision reflected the
parallel development process that has occurred theepast twenty years within social
service organisations and the profession. This gg®chas been marked by the
development of lwi social services, kaupapa Masaints within mainstream social and
health services, and by the establishment of theriMaucus of the ANZASW (Beddoe
and Randal, 1994; Bradley, 1996; Walsh-Tapiata,028alsh-Tapiata and Webster,
2004). Eruera (2007, p.143) agrees that changésnvitie social services context have
influenced supervision, and noted that “Maori aregibning to develop written
resources, research and training.” The most ndileemmong these within the field of
social work supervision has been the claiming ofraligenous position in relation to
supervision through kaupapa Maori supervision, Witicuera (2005, p.64) defines as:

An agreed supervision relationship by Maori for Mawith the purpose of
enabling the supervisee to achieve safe and aaglenprofessional practice,

cultural development and self-care according to gth#osophy, principles and
practices derived from a Maori worldview.
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By claiming an indigenous position, Maori have di#ntiated Maori
supervision from cultural supervision which medmsttwhen issues of cultural safety,
development and competence are raised the rightMaudri under the Treaty of
Waitangi are at the forefront, particularly thoseder Article 2 concerning Maori self-
determination and Article 3 concerning equal citg@p rights. This in turn means that
the needs and rights of Maori are ‘not’ reducedhimse of a minority cultural group;
rather they are seen as the rights of the indigepeople who are a Treaty partner with
the Crown. This has contributed to Maori succefsgdtablishing mechanisms through
which they are predominately supervised within th@ivn culture by other Maori,
thereby resisting assimilation from the dominankdP@ monoculturalism as well as
integration into a multicultural ideology.

The multicultural theme was less prevalent thanulbicalism, despite
population changes over the past twenty years Iglédicating that Aotearoa New
Zealand has become a multicultural society (DeSowf07; Henrickson, 2005;
Maidment, 2009). Not surprisingly, the results preed in this study correspond with
that of Nash and Trlin (2004) who found in theinay of social work by ANZASW
members with immigrants, refugees and asylum seeket both social workers and
supervisors needed substantial development in & af cross-cultural practice and
supervision with regard to multicultural contente&ly, there is a need for a higher
level of multicultural competence across the preifag as well as a need for
multicultural competencies and models of practarestipervision.

Regarding cross-cultural supervision relationshapsl the positioning of the
members of minority cultural groups, there is aaclalignment with the issues
identified by DeSouza (2007, p. 98-99), namely, thek of local literature on

multicultural supervision relationships, and thatadequate response to multicultural
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diversity has not yet developed within New ZealaWacording to Bartley and
Spoonley (2005) there are two reasons why thisnmsoccurred. First because our
colonial settlement was based on migrants from GBe#ain and the result was the
development of a monocultural British colony. Setiowhen New Zealand started to
consider issues of nationhood and nationality ais &t the same time as the country was
addressing issues related to the Treaty of Waitangi Maori development, which
resulted in a focus upon the bicultural relatiopdheétween Maori and non-Maori, rather
than multiculturalism, and the redress of histdricgustices and the restoration of
Maori rights under the Treaty of Waitangi.

In general terms, the results presented in thésishshow an awareness of
multiculturalism within both the participants’ coromities and the practice content
presented in supervision, as well as a role foresdgion in the development of
practitioners’ multicultural competence when prsiog with clients from different
cultural groups. They also show that the develognoéra multicultural approach to
supervision and social work within Aotearoa New IZad is at an embryonic stage, and
highlights the need for both the profession andaitedemy to develop a more culturally
pluralist approach to supervision. From a consibacst perspective, the first challenge
in the development of a more cultural pluralist m@gh to supervision entails
constructing cultural competence as an interacpivecess in which practitioners
“approach culturally different people with opennessl respect [and] a willingness to
learn” (O’Hagan, 2001, p.235), rather than congingcit as a means by which
outsiders can claim, (on the basis of bankable kexge) expertise regarding other
cultural groups (Hair and O’Donoghue, 2009). Acetand related challenge is the
diversity of cultural discourses (i.e. indigenougvelopment, biculturalism and

multiculturalism) and the different positioning ofiltural insiders and outsiders when
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interacting within these discourses. The compleaityhis situation also highlights the
inadequacy of universalist approaches to diverstich as cultural sensitivity, anti-
discriminatory and anti-oppressive practice (Braama Bourne, 1996; DeSouza, 2007;
Morrison, 2001; Tsui, 2005). In other words, theawics of culture within supervision

relationships and the supervision of client practce complex and context specific.

Toward the development of a cultural framework for supervision

Overall, the findings from this thesis have proddmsights into the practice of
supervision in relation to cultural differencesvesll as the development of a cultural
framework for supervision, which recognises thedses:
a) practitioners from indigenous and minority crdiu groups to develop
professionally and to be supervised from withinirttmultures and from their
cultural worldview;
b) cross-cultural supervision relationships and sheervision of cross-cultural
practice; and
c) supervision where the supervisor and superviaeesrom the same-cultural

group, but the clients who are the subject of thygesvision are from a different
culture.

Table 10.4 presents the cultural framework thatrgesefrom the results of this study.
This framework describes the types of cultural gegaents that were reported and
discussed from the cultural insider and outsidewyioints in relation to the indigenous,
bicultural and multicultural perspectives.

The indigenous rights and bicultural obligationsthivi the Treaty-based
relationship between Maori and non-Maori have dbated to the development of
specific forms of supervision to support the cwtutevelopment and safety of Maori
social workers and clients, and to promote bicaltsm in practice among non-Maori
social workers. In general terms, the reported ifigsl involving Maori show an
evolving situation in which supervision is constad in terms of: a) Kaupapa Maori,

entailing the supervision of Maori practitioners baori supervisors according to a
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Maori worldview and cultural processes, in whichdvlaare ‘cultural insiders’ when its
within their iwi and ‘cultural outsiders’ when supision is outside of their iwi; b)
cross-cultural supervision between Maori and norohjaand c) some cultural
supervision and consultation arrangements for naiMpractitioners about their work
with Maori. Both the ANZASW and the SWRB contribute some extent, to these
constructions of supervision, with the ANZASW emgiBang: the social work
profession’s responsibilities for a Treaty of Wagabased society and bicultural
practice within the Code of Ethics, practice angesuisors’ standards (ANZASW,
2004b; 2004c; 2008) and assessing that its meméexsbicultural or culturally
competent in their work with Maori, and support Mawsorking with Maori. Similarly,
the SWRB have published a policy statement condemiéh cultural competence to
practice with Maori and different ethnic and cudtlugroups (SWRB, 2007c). This
policy describes cultural competence with Maorinira bicultural perspective, whilst
recognising the importance of Maori self-determorat(rangitiratanga) as part of this
cultural competence.

This situation raises questions concerning: thepstgor and development of
Kaupapa Maori supervision across the professiod;tha development of supervision
for cultural competence with Maori for non-Maoriaptitioners. The development of
indigenous Maori supervision for Maori practitios@equires capacity building in terms
of more Maori supervisors, and support in termdraining and development. Two
recent examples of this have been: the coursesdaea\by Massey University to Iwi
social service providers who contract with the goweent agency, the Ministry of
Social Development; and the development of a hicalt professional supervision
graduate diploma by Te Wananga o Aotearoa. Alomggits capacity building, there is

a need for support from organisational and professi groups for the provision of
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Kaupapa Maori or indigenous supervision as wellttees need to resource building

capacity through the further development of theégadous supervision literature and

research.

Table 10.4 An emerging cultural framework for supewision

Type of cultural engagement/
cultural positioning

Cultural insider example

Cultural outsider example

Indigenous

Bicultural

Multicultural

Kaupapa Maori supervision
within an Iwi (tribal) social
service where both the
supervisee and supervisor are
from the same iwi (tribe)

Cultural supervision for Maori
staff in mainstream or bicultural
settings provided by a Maori
supervisor.

Supervision within same culture
group within a multicultural

setting (e.g. Pasifika supervision,of cross cultural practice,

African, Chinese, Pakeha
supervision).

Maori supervision within a
Kaupapa Maori setting where
either the supervisee and/or
supervisor are not from the loc
iwi (tribe)

Non-Maori engaging in cross-
cultural supervision/ consultatio
with a Maori consultant
supervisor/ supervisee.
Non-Maori engaging in cross-
cultural supervision/ consultatio
with a Maori consultant
regarding the supervision of the
work with Maori clients.

Cross-cultural supervision
relationships and the supervisig

involving supervisees and/or
supervisors from different

=

=

=)

cultural backgrounds.

Regarding supervision for cultural competence Witiori, the results from this

thesis suggest that there appeared to be an eagresingness among a majority of

the non-Maori participants interviewed to respondhe differences between them and

Maori supervisees and clients. However, there whadlenges arising from within both

social service organisations and the professiorwelsas in some cases an apparent

lack of a personal connection, relationship, ardrest from a few in their local Maori

communities. That said, the idea proposed by saanticipants, of cultural supervision

relationships being focused on developing non-Mpractitioner’s cultural competence

with Maori enhances the current policies of the AMEXV (1998, 2004b, 2004c, 2008)

and SWRB (2007c) concerning bicultural practice antfural competence, neither of
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which require cultural supervision. In short, gegatonsideration could be given to the
relationship between supervision and cultural caemee (Weaver, 2008). This
includes an exploration of the nature, form andcesses involved in cultural

supervision in relation to Maori, for non-Maori,réughout the practitioner’s career.
The implications of this encompass the developmeéspecific education and training
packages concerned with supervision for culturahpetence with Maori for both

supervisees and supervisors, and research expltwsy cross-cultural supervision
practice for Maori supervisees and clients in teahthe practitioner’'s well-being and

development as well as client outcomes.

The third stream of the emerging cultural framewogertains to
multiculturalism, and concerns supervision withfeliént ethnic and cultural groups.
Among the interview participants, multiculturalismas present in references to
supervision involving practitioners from culturether than Maori and their own, and
related to the changing demographics within themmunities as well as among the
practitioner population. The recent developmenthef Pasifika, Chinese and African
social workers interest groups within the ANZASW N2ZASW, 2009d; 2009e),
illustrates the extent to which multiculturalism pesent within the social work
profession within Aotearoa New Zealand. The multigalism within the ANZASW
raises questions concerning the extent to whiclersigion occurs between participants
from the same culture or whether it happens torbesecultural and whether there are
significant differences between same culture aomdszcultural supervision in terms of
its contribution to client outcomes and practitiongell-being and development.
Likewise questions also remain concerning cult@@hpetence within cross-cultural
supervision and its effect.

The emergent multicultural development of the dowiark profession and
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Aotearoa New Zealand society indicates a needudhér development and research
concerning cultural competence within supervisiathyeoples from different cultural
groups. This need for further research into cultdreersity and cultural competence
within multicultural settings has also been ideetifin the international literature (Bogo
and McKnight, 2005; Tsui, 2005). However, thisrteire which is constructed from an
integrationist, multicultural perspective has nohstrued that there would be a need for
supervision within one’s own cultural group for gtitioners of indigenous and
minority cultures. In addition, it has not beenagised that the supervision needs of
practitioners from indigenous and minority cultumesy be different from those of
practitioners from dominant and majority groupsslargued on the basis of the results
of this thesis, that the emergent cultural framéwimr supervision within Aotearoa
New Zealand provides a broader perspective of thkural needs, dynamics,
complexity and challenges pertaining to supervisibloreover, the results reported
contribute to the field of supervision by showirwt there is the need to construct
supervision from an insider perspective (partidylan regard to indigenous and
minority cultures) in terms of its role for a priéiciner’'s cultural development and
safety, and from a cross-cultural (outsider) perpe in terms of culturally competent
supervision relationships and practice.

To sum up, the implications of the emerging catdramework pertain to the
construction of supervision in terms of: the cudfudevelopment of practitioners and the
cultural safety of clients from indigenous and mityocultural groups; and the cultural
competence of practitioners from dominant cultgedups. The contribution that this
emerging cultural framework makes to the field o€ial work supervision is that it
provides insight into how supervision may be carngtd and developed to respond: to

cultural diversity and difference, particularly iregard to specific cultures and
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multicultural settings; and towards the developmenhtculturally specific forms of
supervision for members from the same cultural grand to forms of culturally-

focused supervision for those in cross-culturalegions.

Improvements for social work supervision

Results concerned with how social work supervisionld be improved (see Table
10.5) revealed that improvements were desireddrptictice of supervision, supervisee
and supervisor development and the supervisionr@mwvient, particularly within
organisations and the ANZASW.

Table 10.5 Summary of key findings related to impreing supervision

Results Survey Supervisees Supervisors

Participants’ | The practices that The frequency of Their supervisory practice,

own occurred within sessions. mainly personal self-

Supervision | sessions. The supervisees’ management, the integration of
Supervisors’ ownership of their theory and practice, and their
knowledge, skills, supervision. ongoing learning and
development, training  Their supervisor’'s development.

and professionalism.  practice in sessions.

Within social | The supervision The provision and Better organisational policies,

service environment- included practice of supervision, accountability processes and

organisations | more time for particularly a wider range support for supervisors.
supervision and of types of supervision,

connected activities greater choice of trained
(including an increased supervisors, and the
frequency of auditing and evaluation
supervision sessions), of supervision.

greater agency support

of external supervision,

more management

support through the

provision of more

choice, greater

accessibility and

availability of

supervisors, together

with appropriate space

and locations for

supervision.
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Results Survey Supervisees Supervisors

The Improvements to the Development of professional

ANZASW competency programme, supervision by: a) increasing thd
primarily the professional development optiofhs
development of a available to members; b) the I
supervisors’ competency credentialing of supervisors; an
programme. c) by the development of a

A greater professional  supervision practice specific to
presence through being Aotearoa New Zealand.
proactive by informing By promoting social work
agencies and members ofsupervision through: 1) advocady

its supervision policy, on behalf of the profession; 2)
standards and the rights local branch initiatives such as
of members. peer supervision groups; and 3)

By actively supporting improvements to the competendy
members access to good programme, supervision policy

quality supervision and code of ethics.

locally.
Education Professional Education and training  Education and training for
and Training | development and for supervisees on how tosupervisees particularly in terms
for training for make the most of of what supervision involves,
supervision supervisors. supervision, including how to use it and how to derive

that provided by social ~ the most from it.

work schools to students More available, accessible and

undertaking placements. good quality education and
training for supervisors.

Towards improving the supervision environment

The supervision environment needed improvementhm dreas of the employing
organisation and professional systems and suppaéted to the provision and practice
of supervision. A link was identified between tledting and the quality of supervision,
with a supportive environment being a key featurevioat was best about supervision
(see Chapter 5).

Two possible ways of improving the supervisionissnment might be through
the promotion of a best practice culture and thinotige development and use of best
practice models and guidelines. The developmenbath best practice models and
guidelines could be based upon the composite themattrait of best supervision

practice discussed in Chapter 5 (p. 114).



From this thematic portrait a best practice caygimcy model of supervision
could be formulated. This model would incorporatadidshin and Harkness’ (2002,
p.327) contingency model derived from their reviefathe literature concerning good
supervision. This model involves a “best-fit deaisi made between the individual
supervisor and supervisee, working in their paldicagency setting, serving a specific
client in an “idiosyncratic, problematic situationThe supervision model itself would
be built from the results from the postal surveyha@rning the best things about
supervision which provides the foundational suppart‘best fit decisions” contingent
upon the setting, issues and those involved. Thedemoould be developed either
separately or in conjunction with best practicedglines. Figure 10.4 provides a
diagrammatic representation of this emergent model.

Regarding the development of best practice guids]iMunson (2004) argued
that such guidelines were needed for two reasnss,; because social work supervision
and practice methods have been increasingly queestiby funders and managers of
social service organisations; and the professidmsychiatry, psychology, nursing and
teaching have already made significant progresslemeloping such guidelines. In
Aotearoa New Zealand, the development of best ipeguidelines for social work
supervision would complement the Association’s suer practice standards, and its
policy statement on supervision and ethical guigsli in relation to supervisory
relationships (ANZASW, 1998; 2004a; 2004b). Supgori best practice guidelines
could also be used by the SWRB as a tool for asgpssmplaints made to the Board
concerning the supervision of registered socialkers as well as being a means by
which to evaluate supervision.

With regard to the content and the scope of the pestice guidelines, areas

that have been identified in this thesis, which ldugp be included, are: a) the
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construction of supervision within the particulattsrg and the type of model used; b)
the roles, responsibilities and accountability tiefeships; c) the process for information
sharing and the kind of information that is shabbetiveen the parties involved; and d)
supervision in relation to cultural difference.

In addition to the development of a best practigkure, there is also a need to
further investigate the influence of environmefigaitors such as time, physical spaces,
locations, and agency and management support uppenagsion practice. Such
investigations could be conducted within a spectiganisational setting, across
different settings within the same organisation,oagst different social service
organisations, and over the profession as a wtwlether words, there is a need for
further research into office, organisational anofgssional supervision cultures.

Figure 10.4 An emergent model of “best supervisiopractice”

Client Agency

Best-fit decisions that are
contingent upon the setting, issues
and those involved.

Social worker/

supervisee Supervisor

A relationship characterised by support, trust,
honesty, openness and central to the process.

A supervisor who demonstrates well developed paison
and professional qualities and attributes, andeshar
expertise, knowledge and experience.

A supervision practice that enables progressivenieg and development
(including problem solving and solution finding3,hiumanly responsive,
uses a constructive interactional process, andgegeaccountability and
safety.

An environment in which there is a mutually agrdeaituation/setting, where time is claim
and productively used, contact is of an appropfi@guency, where participants are comfortalplg
and where opportunities for supervision conversatiand practice are available.




Towards developing the practice of supervision

From a constructionist perspective the results eomnog the improvement of
supervision practice imply that in order to achietesuch practice needs to be
observed, discussed and reflected upon, which in taises questions about the
supervision of supervisors and the evaluation awlew of supervision practice. In
relation to the supervision of supervisors it sdobke noted that within the survey
(Chapter 5) observation was the least common tygemervision contact experienced.
Plainly, the inference is that one way to improwpesvision practice would be to
explore the narratives present within the supewwisof supervisors. The areas of
exploration could include: a) the extent to whible supervisors’ supervision practice
was observed, discussed and reflected upon witiein bwn personal supervision; and
b) the contribution that having their supervisioragiice observed, discussed and
reflected upon makes towards improving their sug@ru practice as supervisors.
Regarding the evaluation and review of social wsupervision practice, the
postal survey results showed that evaluation wass anccommon feature within
supervision sessions (see Chapter 5). In additibien evaluation is referred to within
the supervision literature it tends to concern éwaluation of the supervisee’s or
supervisor's performance and practice, rather thanevaluation of the supervision
practice that was produced between them (see: Reamal Goodyear, 2004; Kadushin
and Harkness, 2002; Munson, 2002; Shulman, 1998yeer, there are neither any
formal evaluation criteria concerning what is besipervision practice nor tools
developed to evaluate or review the supervisionctime produced between the
supervisee and supervisor. One way forward, omtlaiger, would be an evaluation tool
developed from the themes and sub-themes from gha survey question concerning

the best things about the respondents’ superv{sea Appendix T). Such an evaluation
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tool could be completed at regular periods by libthsupervisee and supervisor, and
the results could form the basis for a review amdluation of their supervision,
particularly in regard to personal constructionshefir supervision experience. The tool
could be used over time to monitor whether or mainges in supervision are occurring;
and by an independent researcher or evaluator abservational rating tool to review

live or video-recorded supervision practice.

Education and development for supervision

Implications for supervision education and develeptrarise for both supervisees, and
supervisors, and in relation to the supervisiorriculum within professional social
work courses and supervision courses.

Findings from the interview participants suggesattiimprovement to the
education and development of supervisees, in ogldti their understanding, use of and
participation in supervision, is an area requiraigention. The particular concerns
appear to be: a) preparation for supervision wittnial work practice courses prior to
and from fieldwork education; b) the socialisatioto workplace supervision; and c)
the continuing professional development of sociafkers as supervisees throughout
their career. In short, the implication is thatrthes a need for a supervisee role
development strand within social work professioadlucation and training, a strand
which recognises that the supervisee role is aepsifnal role that social workers
undertake and that supervision is a professiortaligcthat they engage in (see: Carroll
and Gilbert, 2006; Davys, 2007; Knapman and Momjst098). To some extent, the
preparation offered for supervision within fieldwopractice courses, given by some
social work schools (e.g., Massey University, Otaljoversity and the University of
Auckland), together with some organisations’ indwettraining into supervision (e.g.
Elton’s DHB), and the short courses offered by Mbr(2005) and through the
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ANZASW (2009b) for supervisees are, in an episoday, starting to address the
continuing professional education and developmentsapervisees. While such
initiatives are commendable, there is clearly adné® an ongoing programme of
supervisee role development across the profes$mnle 10.6 provides a possible role
development pathway for supervisees across thestadearning and development.
The rationale for this pathway is two-fold; firgt, attempts to address the
concerns raised by the interview participants coring the specific developmental
needs that supervisees have. Second, it respontie tprofessionalisation discourse
within social work and supervision, which consteustipervisees as being responsible
for their participation in professional supervisidh does this through providing a
graduated way in which supervisees can learn hows® and make the most of
supervision. The first strength of the proposechyway is that it provides a map for
supervisee role development that is progressivesacthe practitioner's career. A
second strength is that it builds upon recent agrmknts within the sector. In other
words, it enhances some of the practices thatlezady occurring, rather than creates
an entirely new pathway. The pathway has been gescdy the developments and
literature within the field and adds to them throupgroviding a conceptual and
progressive map. ldeally this means that theregi®ater chance that the pathway could
be adopted because illustrative examples of pdiitsatready exist. That said, the key
challenge to the adoption of this pathway is thednt® gain an agreement across the
sector for such a pathway and the resources toosuii nationwide adoption within a
resource constrained social service environmerthi$nregard, clearly there needs to be
discussions with and support from the major sos@bice providers, all social work

schools, the ANZASW and the SWRB.
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Table 10.6 A possible supervisee role developmerdthway

Stages

Requirements

Learning to be a
supervisee

Being a
supervisee
within an
organisational
setting

Being a
supervised
professional who
makes the most
of supervision

Taking the lead
Supervisee-led
supervision

Education and
Training

Curriculum

Delivered by

Supervision for
fieldwork practice
training module
that is 8 hours in
duration.

What is
supervision?
The roles and
responsibilities in
placement
supervision
Establishing a
supervision
relationship.
Negotiating a
supervision
contract or
agreement.
Preparation and
participation in
supervision
sessions.
Supervision
models.

Ethics and
boundaries within
supervision.

The supervisor’s
role in the
assessment of
placement.

Social work
schools.

Organisational
specific training
module that is 8
hours in duration
linked to the social
worker’s induction

Definitions, types,
models and modes
of supervision
available within
the organisation.
Organisational
supervision policy,
contracts,
agreements and
expectations.

The supervisees’
role and
responsibilities in
supervision.
Making the most
of supervision
sessions, meetings
and consultations.
Ethics and
boundaries within
the supervision
relationship.
Supervision and
performance
management.

Organisations or
contracted
trainers.

1 day professional
training module
for experienced
practitioners.

Definitions and
descriptions of
good and best
supervision.
Choosing and/or
getting the best
from one’s
supervisor.
Negotiating your
supervision,
supervision
contract/
agreement, and
relationship.
Preparing, actively
participating and
reflecting on
sessions.
Supervision and
professional
development.
Managing
difference and
conflict within
supervision.
Getting your

1 day module for
advanced and
senior
practitioners.

Review of
definitions, roles
and
responsibilities of
supervision.
Review of the
research on the
contribution of
supervision to
client and worker
outcomes.
Making intentions,
desired goals and
outcomes clear in
supervision.
Preparation,
contracting, and
presenting in
supervision.
Staying proactive,
emotionally
intelligent and
professional in
supervision when
working towards
best client and

support needs met.worker outcomes.

Outcome focused
supervision.
Evaluating,
reviewing and
changing
supervisor and
supervision.

Continuing
professional
education
providers and
consultants.

Continuing to
professionally
develop through
supervision.

Continuing
professional
education
providers and
consultants.




Turning to the education and development of supersi the results reported in
this thesis indicate an emerging supervisory edmecaand training pathway that
consists of: introductory short courses offeredpllyate providers or by way of an
agency contract; and formal tertiary qualificatiaffered at graduate and postgraduate
level. There are also the beginnings of a supemnyisoedentialing system, with the
option of supervisors within the ANZASW being asssb against the supervisors’
practice standards (ANZASW, 2004b) should they bBoose. The implication that
arises pertains to supervisory workforce develogméoth within social service
agencies and across the profession. In a nutstiglte is a need for workforce
development planning that covers the supervisdeysipan, both within agencies and
across the profession. Such workforce planning daogled to develop and establish a
pathway that extends from a foundational entry lletreough to an advanced
practitioner level, and which includes a progressicurriculum, supervisory
competencies and course standards. To flesh thiasoa proposal, Table 10.7 presents
a possible supervisory education and developmehtyag.

It is recognised that a considerable portion offgssional education and
development for supervision happens outside of &rtraining: through continued
participation in the experiential, interactive diglie of supervision as supervisee; by
being mentored into the supervisory role; and bingl@mne’s apprenticeship through
experiencing a range of supervisees, supervisapergision contexts and types. The
pathway suggested in Table 10.7 would thereforeireqcooperation by organisations
across the social work services sector, and woulst iikely need to be led by a body
such as the ANZASW or the SWRB. In terms of its tdbation to international
initiatives for supervisory education and developtnethis pathway adds to the

American Board of Examiners in Clinical Social WgABECSW, 2004) identification
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of supervision as a clinical speciality and the ey of a clinical supervisor
credential, by providing a comprehensive programthat includes competency
assessment and progressive supervisory stages.

Table 10.7 A possible supervisory education and delopment pathway

Proposed Supervisor of Supervisor within | Professional Advanced
Supervisory students on an organisational | supervisor Professional
Levels placement setting supervisor
Requirements
Education and Fieldwork Organisational Formal Advanced study at
Training supervisor training approved training qualification in Masters level in a
module, 1 day course, minimum  supervision. 1 specialist
contact plus 4 days contact plus year full-time. supervision area.
assessments. an assessment. An additional 1
year full-time.
Curriculum Supervision roles  Supervision roles  Study of Advanced study in
and and supervision a specialist area of
responsibilities. responsibilities. theory, practice  supervision.
Supervision Definitions and and ethics, across
Relationship. types of the range of
Contracting. supervision. supervision types,
Supervision Supervision settings, fields of
sessions, adult policies and practice and
learning and contracts. populations
evidence-based  Supervision groups.
practice models. theory, models and
Ethics and relationships.
boundaries. Supervision
Assessing of sessions.
students. Cultural
competence and
supervision.
Ethics and
boundaries.
Supervision and
performance
management.
Credentialing Can supervise Can supervise Can provide Can provide
students. within an agency. professional professional
supervision within  supervision within
an agency and an agency,
externally. externally,
interprofessionally
cross-disciplinary
and teach
supervision on
education and
training courses.
Competence Social work Social service The ANZASW or The ANZASW or
Assessment education organisations. other professional other professional
provider providers. body. body.
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Turning to the supervision curriculum itself, theplications arising from this
study related to the construction of the curriculuame primarily paradigmatic, and
concern a shift from a supervisor-focused curricute one where both supervisee and
supervisor roles are recognised. The knowledge-tiegeis developed considers both
sides of the relationship, as well as the inteoacthat occurs between them together
with the influence of the wider context.

The main challenge facing the proposed pathwaytafsam needing the
leadership of the ANZASW or the SWRB, and the supgmm social services
organisations and social work education providars,the resources required to deliver
the education and training and competency assesspeaticularly in relation to the
supervision of students and supervision within eyanisational setting.

The training of fieldwork supervisors, for instaneeuld require an increase of
government funding for social work professionalirtirag, which appears unlikely
because despite the social work schools makinginggepresentations to Government
to increase their funding so that it is equivalehthat of clinical programmes from
other disciplines such as nursing, such an increasenot occurred (ANZASW, 2007).
On that basis it would appear that the current uesp constrained environment in
which social work programmes operate makes theldpmnent of a student supervisor
credential similar to that of the practice teachensrd in Great Britain (see: Slater,
2007) seemingly unattainable in the foreseeabledut

A similar situation confronts the social servicegamisational setting, where
organisations would need to allocate both profesdidevelopment time and money for
the delivery of the training and completion of teenpetency assessment. That said, the
continuous delivery over the past decade of pradaas supervision courses by the

social work research and professional developmemire at Massey University to some
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national and regional social service organisatiomBcates that it is possible when
funding is provided and organisations commit tdstwaining (Munford, 2009).

The professional supervisor level of the pathwayld@appear to be the most
developed, because of fact that there are formpérsision qualifications at four
tertiary institutions (namely, Massey UniversitgetUniversity of Auckland, Waikato
Institute of Technology, and Te Wananga o Aoteafsag: Chapter 2). In addition, the
ANZASW have established standards and a proceshdocompetency assessment of
social work supervisors (ANZASW, 2004b). Whereas, the advanced level, there
would clearly need to be capacity building with asdyto academic supervision and
expertise for the tutelage of prospective candglate

To sum up, the implications regarding developingfgssional supervision are
firstly, that the supervision environment coulditmproved through the development of
a best practice culture, which includes a besttip@omodel and guidelines.

Second, that the practice of supervision couldfuyéher developed through
strengthening the supervision of supervisors amdueting supervision practice. Finally
that education and professional development foesigion can be enhanced through
the provision and evaluation of education and tngifior supervisees, the development
of a professional development pathway for both stipees and supervisors, and a
revision of the supervision curriculum to includg@ater emphasis on the supervisee

role.

Conclusion

This chapter has explored the nature, significamee implications of the research
findings in relation to the three major researchgjions, including their contribution to
the field of social work supervision. Overall, thesults support three general

conclusions. First that social work supervision wasmarily constructed by the
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participants from a professional perspective, whiels in contrast to the organisational
emphasis found in the literature, and relates ¢opttofessionalisation occurring within

social work and supervision. Second, that the Aog&lew Zealand context influenced
supervision through the presence of indigenousltoial and multicultural discourses
present within the communities in which the papgits practiced. The extent to which
these discourses were present in supervision agbeéardepend upon the participant’s
organisation or personal connection with Maori ¢heo cultural groups, and their

exposure to practices such as Kaupapa Maori, alilsupervision and consultation.
Finally, the participants desired improvements ke tpractice and provision of

supervision, as well as improvements in the orgditisal and professional structures
and systems that support supervision.

The major implications of the results concerngdha need to reconstruct social
work supervision theory so that it aligned with @volving professional supervision
practice; b) a need to critically examine the enmgygortfolio model in terms of how
this model addresses the supervision of the pi@wit, and the supervision of the client
practice, as well as the contribution the model @sako client outcomes; c) the
emergence of a cultural framework for supervisioat tconceptualises the differences
pertaining to insider and outsider positioning widlgard to indigenous, bicultural and
multicultural supervision discourses and dynamasg d) advances towards a best
practice culture, better supervision practice, twhofirstly the proposal of a model of
best supervision practice and secondly by way ofememmprehensive professional
education and development that includes pathwaylsdih supervisees and supervisors.

In conclusion, the constructionist analysis uraleh in this chapter has moved
forward our understanding of the construction afigowork supervision with regard to

the discourses and perspectives that produce iadt also established the current
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evolutionary position of social work supervisiongéther with the challenges
supervision faces at this point, and contributethesadeas that could advance the
development of supervision. The analysis condudtedlso an example of how
constructionist theory could provide a new pathwapugh which supervision theory

could be further developed.



CHAPTER 11

CONCLUSIONS AND RECOMMENDATIONS

This chapter reviews the thesis and makes recomatiend regarding the theory and
practice of social work supervision. The studyasiewed in terms of its objectives,
methodology, and results. This is followed by acdssion of the implications and
recommendations, which includes those pertainingfudher research. A brief
discussion of the limitations of the study and ffec¢ion on the research process draws

the thesis to its conclusion.

Research objectives

The primary objective of the study was to descrmel explain the construction of
social work supervision within Aotearoa New Zealdrain the perspectives of social
work supervisees and supervisors. This aim waseatkifrom the literature review,
previous research carried out internationally apdhie author (see Chapters 1 and 2). It
was also influenced by the author’s experience aspervisee, supervisor and social
work educator. Underpinning the primary researcieaitve, were the three major
research questions. These were:
. How is social work supervision constructed in AoteaNew Zealand?

. What influence does the Aotearoa New Zealand conteave on the
participants’ construction of social work supereisipractice?

. Where and how can social work supervision pradticRotearoa New Zealand
be most effectively improved?

Constructionist theory comprising social construism and constructivism provided
the conceptual framework for exploring the aboveeagch questions as well as a

justification for the framing of the research qimss and the lines of enquiry followed
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in the study’s methodology. It also informed th&emretation and analysis of the data,
particularly in regard to the discourses and petspes that produce social work

supervision.

Methodology

A pragmatic worldview informed the use of a papamt selection mixed methods
design which combined survey research with qualgandividual interviews, with the
survey being used to recruit and purposefully sefsaticipants for the individual
interviews.

The postal survey was sent to a one-third sampléulbmembers of the
ANZASW (417 respondents) with an overall resporate of 50.1% (209), which was
considered adequate, because it was representdtitie Association’s membership at
that time. Eighty-nine survey respondents exprksseinterest in being contacted for
an individual interview and of these 52 offerecbtinterviewed as supervisees and 37
offered to be interviewed as supervisors. Seleatiasa made according to their location,
field of practice and type of supervision and 34tipgants (16 supervisees and 18
supervisors) were interviewed.

Each data set was analysed separately. The sdataycomprised of two data
sets, quantitative data from the closed questiont qualitative data from two open
guestions. The quantitative data was analysed WR§S 13, whereas the qualitative
data was analysed using a content and thematioysimalThe interview data was
analysed after the survey data and involved a tetaged process of transcription,
coding using Nvivo, and in-depth thematic analy3ike results from the survey, the
supervisees’ and supervisors’ interviews were fepoiseparately in Chapters 5-9.
These results were then analysed in Chapter 10 imtagrative discussion focused

upon the three research questions and from thilysisaome conclusions were made
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and discussed concerning supervision practice maltio and internationally. The

methodology used had three strengths. The firstthatst facilitated an examination of
the research questions from both a macro and mi@wpoints. Second, it was an
effective way of accessing research participantsgathering information about social
work supervision. The third strength of the metHodg was that it provided the facility

to triangulate the results and present an intagratiterpretation of the findings from
combining the results from the postal survey aralittierviews with the supervisees

and supervisors.

Key findings
Generally, social work supervision within Aotearddew Zealand was primarily
constructed from a professional standpoint, withesvisees and supervisors displaying
different emphasises which were derived from tketting and participation in internal,
external or mixed supervision arrangements, witk #ocial, organisational and
interpersonal context influencing how supervisioaswroduced in any setting and at
any one time. There was a difference between iatemmd external supervision in terms
of the focus, content taken and discussed, anddkeeping. However, despite this
supervision mainly occurred through individual syon sessions, which were varied
in frequency and duration according to the needbh®fparties and their organisational
setting and consisted of specific stages and phases

The Aotearoa New Zealand context primarily infloed supervision through the
discourses of biculturalism and indigenous develepmBiculturalism was present in
the cross-cultural interactions between non-Maowl &aori and was demonstrated
through the research participants’ level of awassnand experiences related to the
practice of cultural supervision and consultatimaligenous development, on the other
hand, concerned Maori supervising other Maori atioor to a Maori worldview and
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using Kaupapa Maori supervision approaches andralilsupervision. For Maori such
developments also reflected the assertion of timeiigenous position in relation to

supervision. Multiculturalism was a lesser influenthan biculturalism and was
identified by the participants as related to thanges in cultural and ethnic diversity
occurring within Aotearoa New Zealand and amongentli and practitioner

communities. Overall, across the participants, ithituence of the Aotearoa New
Zealand context was variable and depended upon piealence to which,

biculturalism, indigenous development and multigtdtism were acknowledged and
the degree of connection participants had with Maod different ethnic and cultural
communities as well as the participants exposuresupervision practices such as
Kaupapa Maori, cultural supervision and culturaisdtation.

The results concerned with the participants’ desiraprovements for social
work supervision suggested that improvements weeded in the professional and
organisational systems that support supervisiowadkas in the practice and provision
of it. The main areas of improvement were the pgses and practices within
supervision sessions, supervisee and supervis@lafeaent, the supervision culture
within organisations, and the level of promotionl @uipport provided by the ANZASW
towards improving supervision for individual membemnd across the profession as a

whole.

Implications and recommendations

The implications and recommendations arising fromresearch findings concerned: a)
the construction of social work supervision theoby; cultural competence within

supervision; and c) the development of professisapkrvision.
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The construction of social work supervision theory

Four implications are apparent in relation to tbastruction of social work supervision
theory. The first is the need to reconstruct theoti of what social work supervision is,
in professional rather than organisational termdisTwould involve using
constructionist theory to conceptualise the temoscepts and language of social work
supervision theory, in order to describe the pltyalf supervision practices. In other
words, the contextual supervision language founthénparticipants’ use of terms like
peer, internal, external, and cultural, identifigf$erent types of supervision, rather than
the participants’ perspectives being seen as ndboming to the traditional definition
of supervision, for example in the way that intérpger and external types of
supervision are constructed as consultation wittnNorth American literature (Bogo
and McKnight, 2005; Garrett and Barretta- Herma@95L Hair, 2008). In short,
constructionist thinking has much to contribute stapervision theory development
because constructionist approaches can accountHanges in how social work
supervision is produced in any setting at any ane.t

The second implication is that the mandates foresupion need to be
reconceptualised to include the professional, &iatiand supervisee mandates, as well
as the traditional organisational mandate. Thisomstruction would recognise the
influence that professional and statutory bodiesrte@n supervision through requiring
practitioners to be supervised. Likewise, the redomn of the supervisee’s mandate
acknowledges the increasing number of practitiomédre exercise a degree of choice
regarding either their external or internal pegyesuisor.

A third implication is that, to date, the empiricedsearch concerning the
professional forms of supervision (i.e. internaépand external) including this study

has, for the most part, identified the existencetligse forms and discussed the
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differences between them and traditional supemisiBerger and Mizrahi, 2001;
Gibelman and Schervish, 1997; ltzhaky, 2001). Havaentified and described these
professional forms, it now behoves the social wadearch community to investigate
and evaluate them further, particularly in termghgfir contribution to client outcomes
and practitioner well-being and development.

The fourth implication is the need to re-constsmtial work supervision theory
so that it gives greater recognition to the sume®is contribution to supervision. This
was particularly highlighted by the superviseesistauction of supervision and their
contribution to the supervision session differingnfi that of the supervisors. In
addition, the professional and regulatory environingas one in which participation
within supervision was increasingly seen as a ftiawcer's ethical responsibility and
statutory obligation (ANZASW, 2008; SWRB, 2006). ©way of moving supervision
theory towards a greater recognition of the suger/s contribution would be through,
case-study research in which both supervisees @mehasors conjointly participate in
interviews or observations of their sessions aed thteractive relationship.

Overall, the implication from this thesis is thaetformal theory of social work
supervision needs to evolve in response to thegdsathat have occurred over the last
thirty years, within social service organisatiomsl ahe professionalisation of social

work. It is therefore recommended that:

1. The definition of what social work supervision % revisited on the basis that
the results from this study suggest a shift hasimed away from the traditional
functional definition toward one based upon thefgssional objectives and
features of supervision. As an interim step itdasaommended that the following
working definition of social work supervision dewpkd by the author from the

results of this study be examined and used:
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Social work supervision is an interactive profesaiaelationship and
reflective process that focuses on the supervisgaractice,
professional development and well-being, with thgectives of
improving, developing, supporting and providing edgf for the
practitioner and their social work practice. Itdistinct and different
from counselling/therapy, direct practice and cdiasion.

Supervision may occur through a traditional intérh&rarchical
arrangement or an external professional arrangenvaith focuses
on all of the areas and objectives, or a mix oénnél and external
arrangements, which focus on particular areas djdctives. The
assigned or designated supervisors may be a limagea, colleague
or external consultant/contractor or a combinatainthese where
there is a mixed arrangement.

2. That internationally academics, authors and theowerk towards developing a

shared terminology and concepts to explain and rsteted the plurality and

diversity of supervision practice. An interim stepvards this would be for all

contributors within the field of social work sup&ien being specific about the
types of supervision that they are discussing.

That further research is undertaken concerning itifeience supervision

mandates (i.e. organisation, professional, statudmd supervisee) have upon
the construction of supervision theory and practice

That further research is undertaken to conceptualipervision from both sides
(i.e. supervisee and supervisor) of the interactive reflective relationship.

Initially this might be in the form of case-studwrficipation action research
where both parties are conjointly involved in aeash process which might
include conjoint interviews, recording and reflagti upon sessions and

observations of their relationship in action.

Cultural competence within supervision

The implications pertaining to cultural competeneighin supervision are primarily

derived from the emerging cultural framework disadsin Chapter 10. With regard to
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the Aotearoa New Zealand setting, the constructbrecultural competence within
supervision concerns the contribution supervisi@kes to the cultural development of
practitioners and the cultural safety of clientsnirindigenous and minority cultural
groups as well as the cultural competence of gracérs from dominant cultural
groups. The contribution that the cultural framekvorakes to the field of social work
supervision internationally is two-fold. First itdadens the discourse concerning how
supervision maybe developed to respond to cultuizlersity and difference,
particularly, through the identification of indigaums, bicultural and multicultural
discourses. The second contribution is throughdimeelopment of culturally specific
forms of supervision for members from the sameucaltgroup and forms of culturally-
focused supervision or consultation for those ossfcultural situations. Overall, the
construction of the cultural framework captures lineadth and depth of the cultural
needs and dynamics, as well as the complexity aAatlenges pertaining to supervision
and social work practice. It does this by recogmgghat supervision maybe constructed
from within a cultural group (insider) perspectigarticularly, in the case of indigenous
and minority cultures) for the purposes of supmpgrtia practitioner’s cultural
development and safety, as well as also constguatiupervision from a cross-cultural
(outsider) perspective whereby it contributes tthbzulturally competent supervision
relationships and practice.

Clearly the theme of cultural competence withinesujsion has been apparent
throughout this thesis, in the literature, resattd implications and it is an area of
interest and importance; therefore the followingpramendations are made that:

5. Within Aotearoa New Zealand the concepts of cultuwsapervision and

consultation be clarified by the ANZASW and the SBVR terms of the role

they have in support of culturally competent soeiark practice and that in
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doing this both professional groups recognise tupea of the emerging cultural
framework proposed in Chapter 10.

6. Greater recognition is given within the supervisjolicies of Aotearoa New
Zealand social service organisations (Statutory,BD&d NGOs) and the
ANZASW and the SWRB to the cultural differencesridun the supervision of
Maori and that across the sector there is work dakien to build capacity in
terms of accessible supervision that provides calltdevelopment and cultural
safety for Maori practitioners.

7. Further research is undertaken to investigate tble iconsultation and
supervision have in developing cultural competeraaongst non-Maori
practitioners when working with cultural groupsfeient to their own.

8. Further research is undertaken to explore bess-aalsural supervision practice
between non-Maori supervisors and Maori superviseessclients and that such
research also focuses on the practitioner’'s wetidhand development together
with client outcomes.

9. Specific education and training packages concemvéd consultation and
supervision for cultural competence with Maori beveloped for non-Maori
supervisees and supervisors by social work schaol$ private continuing
education and training providers.

10. Internationally and within Aotearoa New Zealandlfer research is undertaken
within the social work field concerning the infleenthat having a supervisor
from the same-culture has upon the cultural devetopg and safety of

practitioners from indigenous and minority popwatgroups.
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11.Further research is also undertaken concerningadné¢ribution of supervision
and consultation in cross-cultural practice and tuwdtural competence of
practitioners from majority population groups.

12.Specific education and training packages concermgth multicultural
competence within supervision be developed for sigees and supervisors
within Aotearoa New Zealand by social work schoatsl private continuing

education and training providers.

Development of professional supervision

The third set of implications, namely, those coneér with the development of
professional supervision, pertain to further resleareducation and professional
development for supervision, and improving the sudg@sn environment.

In terms of further research, it was inferred tiat practice of supervision could
be further developed by research into the supenvief supervisors and evaluations of
the supervision practice. One way, that researth tine supervision of supervisors
might occur would be to review the narratives pnése a selected group of supervisors
regarding their experiences as supervisees, witbva to exploring the extent to which
their supervision practice was observed, discussetl reflected upon. This group’s
experiences could also be compared and contrastedation to the contribution their
being supervised made towards improving their stgery practice. Turning to the
evaluation of supervision practice, in Chapter ftte development and use of an
evaluation tool based upon the themes and sub-thémen the open survey question
concerning the best things about the respondenigérsision was proposed (see
Appendix T). This tool could be completed at regyariods by both the supervisee
and supervisor and form the basis for a review evaluation of their supervision,
particularly in regard to the personal construction their supervision experience. The
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tool could also be used over time to evaluate wdreth not supervision changes or as
an observational rating tool used by an independesgarcher or evaluator to review
either live or video-recorded supervision practice.

The implication of enhancing the education and gssional development for
supervision indicated a need for a supervisee delelopment strand within social
work professional education and training, whichoggises that the supervisee role is a
professional role that professional social workenslertake and that supervision is a
professional activity that they engage in (Carmtid Gilbert, 2006; Davys, 2007,
Knapman and Morrison, 1998). Regarding this, aiptessupervisee role development
pathway which starts with learning to be a supeevisand progresses towards
supervisee-led supervision was proposed (see THb®. This pathway extends the
recent developments of manuals and courses fongapes in how to use supervision
and potentially provides a programme for supervisgle development across the
profession. In addition to this, a professionalelegment pathway for supervisors (see
Table 10.7) was also proposed together with a pssive and revised curriculum
which includes a greater emphasis on the superviebe as well as levels of
credentialing for supervisors. The supervisory patharguably extends the American
Board of Examiners in Clinical Social Work (ABECSVR004) identification of
supervision as clinical specialty and its creddintigof clinical supervisors by including
a competency assessment for each supervisory stage.

The final implication concerned improving the swyp&on environment by
first, developing a best practice culture through tlevelopment of and use of best
practice models and best practice guidelines derifvem the composite thematic
portrait of best supervision practice discussedCimpter 10. The second way of

improving the supervision environment would be ¢gsearch the influence of office,
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organisational and professional cultures on pradess$ supervision practice. This could
involve the exploration of the influence of factossich as time, physical spaces,
locations, and agency and management support fperggion practice within a
specific organisational setting, and/or across ed#iit settings within the same
organisation, or amongst different social serviogaanisations, and/or over the
profession as a whole.

The development of professional supervision wasrbleimplied from the
results concerning improving social work supervisi®@he following recommendations
aim to develop supervision through research antlatian, education and professional
development, and by improving the environmentsiwitthich supervision occurs:

13. That research is undertaken by academics batinwAotearoa New
Zealand and internationally in relation to the su@on of supervisors to
ascertain the extent to which supervisory pradgsabserved, discussed and
reflected upon within the supervision of supengsor

14. That an evaluation tool for the practice ofesufsion within social work be
developed and tested for use, and that formal wevéed evaluation
processes of supervision be adopted and used ligl Services agencies
and professional bodies within Aotearoa New Zealand

15. That research is undertaken within social wedkools, social service
agencies and across the profession concerningssgemrole development
and that there is an evaluation of the curriculanthis area as well as the
transfer of learning, with the particular focus rzpithe curriculum’s

contribution towards supervisees’ active partiggratn supervision.
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16. That a workforce development plan for supergisehich spans from entry
to advanced level be developed across the soancses and social work
profession. Table 10.7 provides one possible ei@ofsuch a plan.

17. That the supervision curriculum be reviewedtlsat its knowledge-base
moves from a supervisor focus to one that considetis the supervisee and
supervisor roles, their relationship and the irdtom that occurs between
them, as well as the influence of the wider context

18. That both social service agencies and the gsafe within Aotearoa New
Zealand and internationally work towards the depelent of a best practice
culture for social work practice and supervisionhick includes the
development of best practice models and guidelines.

19. That further research is undertaken concernthg influence of
environmental factors such as time, physical spdoeations, and agency
and management support upon supervision practicis. research may be
undertaken within a specific organisational settargl/or across different
settings within the same organisation, or among#trdnt social service
organisations, and/or over the profession as aavhol

20. Finally that there is further research focusadthe phenomena of office,
organisational and professional supervision cudtied the influence these
have on supervision practice.

Overall, the implications and recommendations nfaal® this thesis highlight that the
future research and development agenda for sooid supervision both internationally
and within Aotearoa New Zealand concerns theoryding, responding to the
dynamics of culture and difference and the protesdisation of supervision in terms

of: a) formal education and training; b) its roléhin organisations and contribution to
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organisational development; and c) the need fotrenger evidence-base regarding
supervision’s contribution to client practice andcisl worker well-being and

development.

Limitations of the study

This study occurred at time of transition withire thistory of social work profession in
Aotearoa New Zealand. At its commencement, the neeshiip of the New Zealand
Social Workers Registration Board had just beenoanced and there were no
registered social workers and there were not arlicypstatements concerning the
supervision of registered social workers. Thes¢estants all developed during the
period within which this study was completed andvead in the form of theCode of
Conduct (SWRB, 2005), theCode of Conduct Guidelines (SWRB, 2006), and
Supervision Expectations for Registered Social Workers (SWRB, 2007b). Likewise,
whilst the author was undertaking this study, theZASW Code of Ethics was
amended to include the section: “Responsibility Supervisory Relationships”
(ANZASW, 2004a) and the ANZASW supervision policasvreviewed. In short, the
transition towards the professionalisation of slowiark (including supervision) has
been the context within which this study has ocdurA limitation of the study,
therefore, has been that it occurred within theigdein which social work within
Aotearoa New Zealand moved from self-regulationotigh membership of the
ANZASW towards statutory registration. That saigl tle first national study on social
work supervision conducted in Aotearoa New Zealahdloes however, provide a
foundation for further follow up studies amongggistered social workers as well as a
point of comparison for any such studies.

Reflecting on the study itself, one of its strédrsghas been that it provides a mix

of group and personal views of supervision fromesuisors and supervisees and that in
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doing so it has focused on the main charactersupersision (i.e. supervisees and
supervisors). The surveying and interviewing ofividlial participants provided them
with a vehicle through which they could expressrtkiews and consider or reflect on
their supervision. The obvious limitation of inteswing and surveying individuals was
the reliance on the respondents’ and participaefsorts; in other words, there was not
any direct observation of supervision practiceadidition, the scope of the study, (i.e.
its focus on supervisees and supervisors perspsgtimeant that the perspectives of
others within the supervision environment (e.giaaervice managers, the SWRB, the
national competency assessors within the ANZASWJ aacial work supervision
educators and trainers) concerning the construdi@ocial work supervision were not
investigated. Clearly, the findings of this studglicate that there is merit in follow up
studies exploring the perspectives of those listave and considering the implications

of this for supervision theory and practice.

Concluding reflection

In conclusion, the process of research and writiig) thesis has reinforced for me the
connection between supervision of social workerd #meir social work practice,

together with the importance of professional preessand supportive environments.
From this research journey, | have a renewed utatetigg that both social work and
supervision are human interactive practices thatl@cated within specific contextual
and cultural settings, with these settings in tbeing influenced by national and
international narratives. Looking towards the fetuthe challenges facing social work
supervision in the twenty-first century will unddatly mirror that facing social work

practice. That said, clearly, the use of the etaitrmedia in supervision, in the form of
video calling and online supervision, whilst onlgiflg mentioned in this thesis in

relation to video conferences conducted within althesetting (see Chapter 8), is
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clearly on the horizon for external supervisiongigbservice consultancy and some
forms of social work practice. That aside, perhaps, most pressing challenge for
supervision as it evolves in the direction of thertiplio model and supervision
networks or communities of practice (see Chapte), 19 that it keeps human
relationships as its foundation and maintains tesemltial connection between the

supervision of the practitioner and the supervigibtheir practice with clients.
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Appendix A - Thesis Related Presentations and Publi  cations
(2004-2009)

These presentations and publications are listemlbigl chronological order:

a) An article entitled “Social workers and crosseglinary supervision” (2004) was
published inSocial Work Review 16 (3). This article was developed from my initial
literature review and critically discusses the meana of cross-disciplinary
supervision as it pertains to social workers agsugees and supervisors.

b) | presented at the Global Social Work Conferencédelaide, Australia, in October
2004, a paper entitled: “Mapping the territory: Tavds identifying the construction of
social work supervision practice in Aotearoa NewalZad.” This paper was
subsequently written up as co-authored publicatiith my research supervisors and
published under the title, “Mapping the territo§upervision within the Association”
(2005) in Social Work Review 17 (4). This article presented the preliminary firghn
from closed questions from the postal survey.

c) In November 2006, | gave a presentation enfitt&dcial work supervision in the
balance,” at the ANZASW conference held in Palnoerdilorth, New Zealand. This
presentation was a preliminary analysis of theitpiale interview data.

d) A 2" co-authored article with my supervisors, entitfétdhat's best about social
work supervision according to Association membexsis published irSocial Work
Review 18 (3) in 2006. This article presented and discugkedresults from the first
open question in the postal survey.

e) In 2008, a third article concerned with presentind discussing the results from the

postal survey was published Awtearoa New Zealand Social Work Review 20 (1) and



entitled: “Towards improving social work supervisim Aotearoa New Zealand.” This
article was focused on the results from the seopath question in the postal survey.

f) In 2009, a co-authored article with Dr. Heathkair, from the School of Social Work,
at Memorial University, New Foundland, Canada, teati “Culturally Relevant,
Socially Just, Social Work Supervision: Becomingsibie through a Social
Constructionist Lens” was published in thmurnal of Ethnic and Cultural Diversity in
Social Work 18 (1/2). This article explored cultural relevancydasocial justice within
supervision from a social constructionist perspegtwith specific examples concerning
cultural supervision within Aotearoa New Zealandnfr my research being used to

illustrate how supervision can be culturally releva
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Appendix B — Description of Supervision Voices

Description of Supervision Voices

Voice Type

List of Voices

Voice Characteristics

Glohal » Economic Speaks of a global marketplace in which there is free and
unfettered tade, deregulation low taxation and less
govemnment.

= Political X . a - )
Speaks the rhetoric of “The New World order”™ and “Global
policing and securnity” and western liberal democracy.
. Speaks of immediacy. accessibility. surveillance. control and
= Technological i e
a digital drvide.
o Speaks of culture. community, well-being and way of life.
*  Socio-cultural It reflects the effects of cultural impenalism on indigentous
and nunority peoples way of life and well-being.
= Ecological Speaks of conservation and sustamnability of the Earth's
natural resources.
Lacal = Social Policy Speaks of kawanatanga and market-led social democracy in
’ which the mterests of business and economics donmunate
social concerns.
= Social Service | Speaks of production with its vocabulary directed towards
Drovidor things like key performance mdicators, risk management.
human resources, budgets and contracts.
=  Profess: " . . : ;
e Speaks of professionalism qualifications. competence and
registration.
Personal = Client The client voice in supervision 1s a diverse voice. which

*  Practiioner

*  Supervisor

generally consists of many strands and brings with 1t the
echoes of the client’s history. fanuly, cultural and social
systems. It 1s ceniral to the story and dialogue that occurs 1
the performance of supervision however, 1t is rarely heard
or seen directly from its source. Essentially, the client voice
15 a narrated and edited voice that 15 re-interpreted and re-
storied from the practitioner’s perspective.

This voice has been formed by the practitioner s personality
and within the stories of their personal experiences, family,
culture, gender. sexual orentation, religion spirituality,
socio-economic status. age. and disability as well as thewr
professional expenences gamed from education and traimung,
employment and practice, and supervision It resonates with
their values and ethics. beliefs. expectations. cultural
perspectives. ideology and theory of social work and
practice skills. It speaks the langunage of narration
disclosure. discussion. debate and dialogue.

Like the practitioner’'s voice the social work supervisors’
voice 15 diverse and has been formed by the same factors. It
also resonates with the supervisors values and ethics.
beliefs, expectations, cultural perspectives. ideology and
theory of social work. supervision and practice skills. Itisa
voice that facilitates the creation of a forum that encourages
the practitioner’'s narration disclosure, discussion debate.
and dialogue on the supervision stage. It speaks a language
of attendance. observation reflective listemng enqury.




Manager

Other Social
and health
Professionals

Educators

support, challenge. ethical and professional safety, and
education and development.

This voice has been formed by its interaction and meaning
making expenences within its personal. professional and
social world. It too resonates with the manager’s values and
ethics, beliefs, expectations, cultural perspectives, ideology
and theories of social work, supervision, management, and
practice skalls. The primary objective of supervision for this
voice 15 to support the revenue making activities of the
company and to provide a quality assurance and risk
management mechamsm that protects the company. This
voice also calls practitioners and supervisors to account for
their performances. The manager’'s voice exercises
considerable power m regard to supervision by virtue that 1t
has the final word in regard to:

*  the purchasing of supervision;

® the approval of and employment of
SUPETVISOrS;

*  the resources allocated for supervision:

* the orgamisanional supervision model and
policy; and

® greward, developmental opportumities and
discipline.

These other voices are from psychiatry. psychology.
mursing, psychotherapy and counselling with each having
their own tradition of supervision and with various degrees
of legitinmsation and status in society. The professions with
the high legitimisation and status are the health professions
namely. psvchiatry. psyvchology and nursing. The other two
professions (1e. psychotherapy and counselling) whilst not
of the same status as psychiairy, psychology and nursing
appear to be regarded with a lugher status than social work.
In multidisciplinary and cross-disciplinary settings the
voices of these other professions may change the
supervision of social workers to supervision within their
discipline and tradition.

The educator’'s voice 1s one of legacy., cntique and
prompting. Its presence in supervision is found in the
scripting and backstage wlispers and prompting. The
educator’s voice contributes to practitioners and supervisors
socialisation into supervision.
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Appendix C- Survey Questionnaire

SUPERVISION SURVEY QUESTIONNAIRE

Directions: Please complete the following questionnaire and return it in the
enclosed self-addressed, stamped envelope. Completion of the questionnaire
implies consent. You have the right to decline to answer any particular question.

Please provide some information about yourself:
1. What supervision roles do you undertake:

Supervisee l:l Supervisor I:I Both l:l

1 0

2. What area(s) of social work do you practice 1n?
(e.g Health, Mental Health, NGO. CYF, Probation, Iwi Social Services.
Community Agency, Education & Tramning, Management, Private practice)
3. Gender: Female |:| Male |:| |:|
4. Age: 20-29
30-39
40-49 |
50-59
60-69
70+
5. Ethnic origin: Maori
NZ European/Pakeha
Pacific nations
Other

6. Please tick the box that best describes your highest qualification and enter the year
that you completed this training?

Year completed

Non-social work qualification (e.g. BSocSci, or BEd)
Certificate in social work/social services
Undergraduate diploma in social work

Bachelors degree in social work
Graduate/postgraduate diploma in social work
Masters degree in social work
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7. Please tick where you obtained the supervision training that you regard as most
significant or useful and enter the year that you completed this training?

Year completed

Fieldwork Placements whilst traiming

Short Course on Supervision

Certificate in supervision

Diploma in supervision

On the job/in service

Supervision

Other (please specify)

Nil or No supervision traming

Please provide some information about vour supervision

8. Please rate by circling (on the scale where 1 =INone and 5 = High) the number that
best describes your level of participation in each of the following forms of
supervision over the last twelve months:

None High

1 2 3 4 3 Student or Fieldwork placement supervision

1. 2. 3 .4 5 Managenal/Administrative supervision

1 2 3 4 5 Chimical/Professional supervision

1 2 3 4 5 Supportive supervision

12 3 4 35 Cultural supervision

1 2 3 4 5 Internal supervision (supervisor is within the agency)
1 2.3 4 5 External supervision (supervisor 1s outside of the agency)
1 2 3 4 5 Individual supervision

12 3 4 35 Group supervision

1 2 3 4 5 Team supervision

1 2.3 4 5 Cross-disciplinary supervision

1 2 3 4 5 Other, please specify

9_ Please rate by circling (on the scale where 1= Not at all and 5= Almost always) the
number that best describes the extent to which your overall social work supervision
has involved each of the following:

Not Almost

at all always

-2 3 -4 5 The management of your work.

1.2 34 5 The process of working with clients

i S Your wellbeing and development as a worker
1.2 3 g 5 The environment of your workplace

1 2 3 4 5 Other, please specify
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10. Please tick the box that best describes the type of supervision agreement(s) or
contract(s) that you currently have in place:

None

Oral

Written

Other.

please specify:

11. Please tick the box that best describes the overall average frequency of your
supervision contact:

Daily [
Weekly I_‘
Fortnightly
Monthly
Other,

please specify:

12. Please tick the box that best describes the average length of your supervision
contacts or sessions:

0-30 mainutes
30-60 minutes
60-90 mimates
90- 120 minutes
Other,

please specify:

13. Please rate by circling (on the scale where 1 = Not at all and 5 = Almost always)

the number that best describes your experience of each of the following types of
supervision contact

Not Almost

at all Always

12 3 4 5 Checking 1n concerning work plans and activity.
12 3 4 5 Case consultations.

12 3 4 5 Formal individual meetings or sessions.

12 3 4 5 Co-working.

1. 2 3 4 5 Observations (either live or recorded).

12 3 4 5 Reviews/debriefings of specific work or situations.
12 3 4 5 Formal group meetings or sessions.

12 3 4 5 Formal team meetings or sessions.

12 3 4 5 Other, please specify
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14._ Please rate gach of the following statements (on the scale where 1= Strongly
disagree and 5= Strongly agree) by circling the number that best describes your level
of agreement:

Strongly Strongly

disagree agree

12 3 4 5 I have a choice of supervisor

12 3 4 5 The supervision relationship(s) I have are constructive
12 3 4 5 I trust my supervisor/supervisees.

12 3 4 5 My supervisor has more expertise m pracfice than me
12 3 4 5 My supervisor has more expertise in supervision than me
1.2 3 4 5 My supervision 1s always open and honest

12 3 4 5 I can safely discuss ethical 1ssues in supervision

12 3 4 5 I can safely ventilate my emotions in supervision

1 2 3 4 5 The power dynamics in my supervision are well manage
12 3 4 5 We focus on the client’s 1ssues

12 3 4 5 We focus on the supervisee’s story

1.2 3 4 5 We focus on the supervisee’s learning and development
1 2 3 4 5 We focus on the agency’s requirements

12 3 4 5 We focus on safe and ethical practice

12 3 4 5 In supervision we link theory and practice

12 3 4 5 In supervision we reflect on the client-worker interactions
12 3 4 5 Our supervision 1s strength-based

12 3 4 5 Our supervision uses a problem solving process

12 3 4 5 Our supervision 1s goal and outcome focused

12 3 4 5 Our supervision 15 anti-oppressive

15. Please rate the following by circling (on the scale where 1=Not at alland 5 =
Almost always) the number that best describes the use of ideas or aspects from each
of the following supervision approaches/models:

Not Almost

at all Always

12 3 4 5 Awhiowhio (Webber-Dreadon)

12 3 4 5 Adult Learning

i2 3 4 5 Brigid Proctor (Normative, Formative & Restorative)
12 3 4 5 Brown and Bourne’s Systems Model

12 3 4 5 Michael Carroll’s Social Role Model

12 3 4 5 Developmental Model

12 3 4 5 Feminist partnership

12 3 4 5 Hawkins and Shohet (Process Model)

12 3 4 5 Integrated model

12 3 4 5 Interactional model (Shulman)

12 3 4 5 Kaupapa Maor (Paraire Huata)

12 3 4 5 Tony Morrison’s Adult learning model

12 3 4 5 Pacific Islands Supervision model (Mary Autagavaia)
12 3 4 5 Restoryimg (Contexfual Constructionist)

12 3 4 5 Strengths-based supervision

12 3 4 5 Task-Centered Supervision

1 2 3 4 5 TAPES model

1.2 3 4 5 Other, please specify
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16. Please rate by circling (on the scale where 1= Not at all and 5 = Almost always)
the number that best describes the extent each of the following aspects oceur in your

SUpervision sessions:

Not Almost
Always

=~
—t
-"]
=

17. Please rate by circling (on the scale where 1= Not at all and 5 = Almost always)
the number that best describes the extent that each of the following 1tems are

commonly discussed in your supervision sessions:

Not Almost
at all Always
1 Caseload review

Complex or challenging cases
Cultural matters

Ethical issues

Personal 1ssues

Boundaries

Professional Development.
Performance Management

Stress

Supervisor’s Concerns or Matters
Supervisee’s Concerns or Matters
The supervision relationship
Sueccess stories
Team issues
Workload

Other, please specify

S e e v W e =y
oS I R G T S G N I G Y S T T T 0 IO T 0 I I 0 T S
{7 L I T ' S T R W TR W R S TS S Y R 1S S I S R R Y R W4
e X G N G N O Q. G L QN G Y
hoh Lh Lh Lh LA Lh LA L LA L bh L Lbh L Lh LA

1 2 3 4 5 Preparation

1.2 3 4 5 Karakia/Thought/Reflection/Centering
12 3 4 5 Comfort check/Settling in

1 2 3 4 5 Agenda setting

1 2 3 4 5 Prioritisation of Agenda Items

1. 2 3 4 5 Discussion of exploration of item(s)
1 2 3 4 5 Decisions/agreements/conclusions
12 3 4 5 Planning and Goal setting

1.2 3 4 5 Summarisation and review

1 2. 3 4 3 Evaluation

12 3 4 5 Closure

Problems with Colleagues/Management/Organisation
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18. What are the two best things about your supervision?

1

2)

19 What are the three areas where you would most like your supervision to
improve?

1

2)

3)

20. Please rate the supervision you participate 1n as either a) a supervisee or b) a
supervisor by circling (on the scale where 1= Poor and 5 = Excellent) the number
that best describes your overall evaluation?

a) Supervisee

Poor Excellent

12 3 4 5 |:|

b) Supervisor

Poor Excellent

1L 2 F 4 35 I:I

PLEASE TURN OVER TO SEE THE FINAL IMPORTANT QUESTION
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21. Are you are interested in participating in an interview with the researcher, Kieran
O Donoghue?
(please tick the box that applies)

Yes
No

If vou have ticked ves, please complete the consent to be contacted below. Kieran
O’Donoghue will contact you within two weeks of his receipt of this consent.

Consent to be contacted concerning participation in an
individual interview

I have read the information sheet and wish to be interviewed by Kieran O’ Donoghue
as either: (please tick the one box that applies).

A supervisee
Or a supervisor

The type of supervision I participate in 1s =

The area(s) of social work practice I am involved in
is/are

I can be contacted at:

Name:

Address:

Contact phone number:

Contact email:

The best time to make contact 157

Signature: Date:




Appendix D - Pre-interview Preparation Task

Pre-Interview Preparation

A reflection on recent supervision contact

This guide will help you prepare for the individual interview and it is an indication of
what we are going to discuss in the interview. Please feel free to make some notes or
bullet points of not more than one page concerning a recent supervision contact or
session under the following headings:

1) A brief description of what happened in the supervision session
In this section, in bullet points or note form, please briefly describe what took
place in the supervision session from your perspective.

2) Your feelings about the supervision session

I this section, again in bullet points or note form, vou are to please identify how this
session affected you and the thoughts feelings and perceptions that you had
concerning the event.

3) Your understanding of the discussion that occurred in the supervision session
In this section please briefly outline your understanding of why you think this
happened. In doing so you are also to consider how your intentions/
expectations/assumptions influenced what happened for you.

4) The values/beliefs/ theoretical concepts of the supervision
In this section please identify the values/beliefs and i1deas from theory that inform
your perspective.

5) Your reflections concerning vour practices in a supervision session.

In this section, please comment upon:

=  What informed your supervision practices?

= Your mtentions prior and during supervision

= Your mntegration of philosophy (personal and professional values and beliefs),
knowledge, and skills in your supervision practices.
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Appendix E- Semi-Structured Interview Guide

Interview Guide

Pre-inferview preparation reflection on last supervision
How did you get on with this?
What impressions did you gain from it about your supervision?
How is your supervision?

Background Information:

*  Gender

*  Cultural identity

*  Apge range: 20-29; 30-39; 40-49; 50-59: 60-69; 70+
* Brief social work and supervision background

«  Social work qualifications and training

» Education and tramning in supervision

The participant’s construction of social work supervision
What 1s your definition of social work supervision?

What are your current supervision arrangements?
Probes- Type? (ie., managerial, clinical, cultural ete..)
Kind? (1.e_ Internal external peer, individual team, group)
Agreement/contract? (e g written, verbal none, informal ete...)
Frequency of contact? (e.g. daily, weekly, fortnightly, monthly etc_)
Length of contact ?
Length of supervision relationship?
Methods used? (e.g. discussions, role plays, case-reviews, observation
ete ).
Media used? (e.g. face to face, phone, internet efe...).
What are the characteristics of your supervision relationships with
supervisors/supervisees?
What are your feelings about your supervision/ your supervisor/ your supervisees?

The participant’s knowing, decision-making, and action in their experiences of
social work supervision as a supervisee or supervisor?

With reference to a recent supervision contact(s)/session(s)/meeting(s) what
usually happens in your supervision?

What knowledge do you use to make sense of what happens in your supervision?
In relation to the practice or the work situation?
In relation to the supervision process, dynamics and context?



In relation to your supervision relationship with your supervisor/supervisee?

- With reference to a recent supervision contact(s)/session(s)/meeting(s) what
decisions did you make in and/or concerning your supervision?
- Inrelation to the subject matter?
- Inrelation to what you said and did 1n supervision?

- What information and concepts informed or underpinned your decisions in and/or
concerning your supervision?
- Inregards to what you said and did?
- Concerning what material was on the agenda or covered?
- Concerning how you responded/reacted to things (e g. questions, challenges,
information provided, directions).

- With reference to a recent supervision session, what things did you do or what
actions did your take?
- Before the session?
- During the session?
- After the session?

- What thoughts, 1deas or feelings were behmd your actions?

The participant’s infentions as a supervisee or superviser in social work supervision
practice
What plans or tactics do you have concerning your supervision?
With reference to a recent supervision contact(s)/meeting(s)/session(s) what were
your intentions/plans/tactics before, during, and after the supervision.

In that particular session what did you intend to achieve or gain from the
supervision contact?
Probe- for yourself? In relation to clients or the material you
present? From the supervisor? Or for the supervisee?
Did you achieve/gain what you intended? If not, why not?
Generally what do you intend to achieve or gain from supervision?
Probe- for yourself? In relation to clients or the material you
present? From the supervisor? Or for the supervisee?
How has this changed or developed over time?

Thte participant’s construction of integrated social work supervision practice in
terms of values/philosophy, knowledge, and skills

- What personal and professional values do you give preference to when you are in
supervision?
Refer to statement- When you reflected upon your recent supervision
contact what values did you identify as present in your supervision
practices?

&)
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What value-base/philosophy/worldview do you think you reveal in your
supervision practices?
What personal and professional knowledge do you give preference to when you
are in supervision?
Refer to statement- When you reflected upon your recent supervision
contact what knowledge did you 1dentify as present in your supervision
practices?
What knowledge-base do you think you reveal in your supervision practices?
What personal and professional skills do you give preference to when your are in
supervision?
Refer to statement- When you reflected upon your recent supervision
contact what skills did you identify as present in your supervision
practices?
When you reflect on your previous answers what do you think the key features of
your infegrated supervision practice are?

The influence of the Aotearoa New Zealand context upon the participant’s
construction of informed, intentional and integrared supervision practice

What influence do you thnk the Aotearoa New Zealand context, (1.e. society and
culture) have on your supervision?
How is it present in your recent supervision session(s)?
What would be your description of the Aotearoa New Zealand supervision
culture?
How do you think 1t 15 sumilar to supervision in other cultures?
How do you think if 1s different?
When you think about your supervision what do you identify as the significant
stories, symbols and rituals.
What do you think these reflect in terms of your supervision story and the
Aotearoa New Zealand supervision story.
What place does the Treaty of Waitangi have m your supervision?
What place does the Treaty of Waitangi have in supervision i Aotearoa New
Zealand?

The participant’s views concerning witere and how social work supervision practice
in dotearoa New Zealand can be mosrt effectively improved

What do you consider the strengths of your social work supervision practice?
What do you consider the strengths are of social work supervision practice
Aotearoa New Zealand?
In what ways do you think your supervision practice could be improved?

How could this improvement be brought about?
In what ways do you think that social work supervision practice in Aotearoa New
Zealand could be mmproved?

How could this improvement be brought about?
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Review

Reflecting upon vour responses and our interview conversation what are vour
thoughts now about vour supervision, your supervision practices and supervision
practice?

General Comments

- What general comments if any do you have to make concerning the subject of
your supervision practice or supervision practice in general.

Do have any questions?

Ask about the participant’s interest in either completing a structured journal or

attending a focus group at a later date.

- Would you like to participate further in this study by completmg a structured
journal of five supervision contacts?

- Would you be interested in attending a focus group at a later date at which the
tentative findings from the study and the questions that arise from it are discussed?

Thank participant, offer refreshments.
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Appendix F — Example of a Structured Journal

Structured Supervision Journal of Five Supervision Contacts

Would you please complete this journal shortly after a supervision contact or session
by writing your responses to the reflective prompts under the headings of before,
during and after the supervision. Completion of the journal implies consent. You have
the right to decline to answer any particular question.

Contact 1 Date:

Please indicate what role you are undertaking n each supervision contact by circling
the one most appropriate below:

Role: Supervisee Internal Supervisor External Supervisor

Before the supervision

My plan or objective prior to supervision was

During the supervision

‘What happened during the supervision itself was

37
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After the supervision

My general reflections about this supervision contact and my role and participation in
it are

[
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Appendix G — Application to the Human Ethics Commit tee

(Revised 30/10/02)
T‘L'*I' ++| 0L ML) 0
ol Massey LT ViEF Sy
Te Kunenga ki Purehuroa
Human Ethics Committee
To:  Secretary, Human Ethics Commuttee
AT Pnncipal’s Office OR  Equty & Ethics OR  Prncipal’'s Office
Albany Old Main Building Wellington

Tuntea, Palmerston North

Please send this original (1) application plus twelve (12) copies
Application should be double-sided and stapled
Application due two (2) weeks prior to the meeting

APPLICATION FOR APFROVAL OF PROPOSED RESEARCH/TEACHING/EVALUATION
PROCEDURES INVOLVING HUMAN PARTICIPANTS

1 Full Name of Staff Kieran Barry O’'Donoghue
Applicant
(for staff research, teaching and evaluations)
Please sign the relevant Staff Applicant’s Declaration.
School/Department/ School of Sociology, Social Policy and Social Work

Institute/Section
Region (mark one only)  Albany Palmerston North
Wellington
Telephone 64 —6- 350 5799 X 2818
Email Address I{.B.ClDolmglme:’r}.‘ma SSevV.ac.nz
OFFICE USE ONLY
Date First Reviewed:
Outcome:
Date Recetved: Date Final Outcome:
AILB/PNWGTN
Protocol No:
Revised 30/10/02 - HEC Application Form Page 1 of 16
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Full Name of Student
Applicant

Kieran Barry O'Donoghue

(for supervised student research)

Please sign the relevant Student Applicant’s Declaration.

Telephane
Email Address
Postal Address
Emplayer

Full Name of
Supervisor

6-350 5799 X 2818 (W)

K.B.ODonoghue/@massey.ac.nz
PO Box 437, Palmerston North
Massey University

Professor Robyn Munford, 1st Supervisor.
Associate Professor, Andrew Trlin, 2™ Supervisor.

(for supervised student research)

Please sign the relevant Supervisor's Declaration.

School/Department/
Institute/Section

Region (mark one only)

Telephone
Email Address

Full Name of Line
Manager

(for evaluations)

School of Sociology, Social Policy and Social Work

Albany
Wellington
Professor Munford, 6-350 5799 X 2825

Associate Professor Trlin, 6-350 5799 X 2835

R.E.2 Munford@massev.ac.nz A.D. Trlin@massey.ac.nz

Palmerston North

Please sign the relevant Line Manager’s Declaration.

Section
Region (mark one only)

Telephone
Email Address

Project Title

Projected start date of
Project

Projected end date of
Project
Type of Project:

(mark one only)

Albany
Wellington

Palmerston North

[

Towards the construction of social work supervision in Aotearoa New
Zealand: A study of the perspectives of social work practitioners and
SUpervisors.

February 2004

February 2008

Staff Research Honours Project

PhD Thesis X Evaluation Programme
Master’s Thesis Teaching Programme
MBA Praject Other

If Other, specify

Revised 30/10/02 - HEC Application Form
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Summary of Project
(mo move than 200 words in lay language)

(Note All the imformation provided in the application is potentially available if a request is made under
the Official Information Act. In the event that a reguest is made, the University, in the first instance,
would endeavour to satisfy thar request by providing this summary. Please ensure that the language
used is comprehensible to all.)

Social work supervision is a professional social work process, which is concemed with the social
worker's practice, development and well being within the situation of their workplace. This process
occurs within a professional relationship between a social work practitioner and their supervisor.
This study seeks to discover how social work practitioners and supervisors in Aotearoa New
Zealand construct social work supervision and what constitutes an informed, integrated, and
intentional supervision practice. The study will also consider how and where supervision can be
mr::st effectively improved. The key research questions proposed are:

How is social supervision practice constructed in Aotearoa New Zealand?

What informs the knowing, decision-making, and action in the participants’ expenences of
social work supervision as supervisees and supervisors?

What are the participants’ intentions as supervisees and supervisors in social work
supervision practice?

What do the participants’ constructions of integrated social work supervision practice consist
of in terms of values/philosophy, knowledge, and skills?

What influence does the Aotearoa New Zealand context have in the participants’ construction
of informed, integrated and intentional supervision practice?

Where and how can social work supervision practice in Aotearoa New Zealand be most
effectively improved?

Revised 30/10/02 - HEC Application Form Page 3 of 16
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Declarations
DECLARATIONS FOR PERSONS PROCEEDING WITHOUT A FULL APPLICATION

DECLARATION FOR THE STAFF APPLICANT
I have read the Code of Ethical Conduct for Research, Teaching and Evaluations imvolving Human
Participants. I understand my obligations and the rights of the participants, particularly in so far as

obtaining informed consent is concerned. I agree to undertake the research as set out in the Code of
FEthical Conduct for Research, Teaching and Evaluations invelving Human Participants.

Staff Applicant’s Date:
Signature

DECLARATION FOR LINE MANAGER (for el Juati lertaken in the Divisi
I declare that to the best of my knowledge, this application complies with the Code of Ethical Conduct for
Research, Teaching and Evaluations invelving Human Participants and that I have approved its content
and agreed that it can be submitted.

Line Manager’s Date:
Signature

I have read the Code of Ethical Conduct for Research, Teaching and Evaluations involving Human
Participants and discussed the ethical analysis with my Supervisor. I understand my obligations and the
rights of the participants, particularly in so far as obtaining informed consent is concerned. I agree to
undertake the research as set out in the Code of Ethical Conduct for Research, Teaching and Evaluations
involving Human Participants.

Student Date:

Applicant’s
Signature

I have assisted the student in the ethical analysis of this project. I understand my cobligations and the
rights of the participants, particularly in so far as obtaining informed consent is concerned. I agree to
undertake the research as set out in the Code of Ethical Conduct for Research, Teaching and Evaluations
involving Human Participants.

Supervisor’s Date:
Signature
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(Note the Committee treats all applications independentiy)

9

10

11

12

13

14

—
th

16

I/we wish the protocol to be heard in a closed meeting (Part IT). Yes I:l No

(If ves, state reasen in a covering letter)

State concisely the aims of the project.

The aims of the project are: 1) to complete an original and significant study into the subject of
social work supervision practice in Aotearoa New Zealand; 2) to complete satisfactorily the course
requirements of the Doctor of Philosaphy degres.

Give a brief background to the project so that the significance of the project can be assessed.
(no more than 200 words in lay language)

The proposed study appears to be the first that examines: 1) how social work supervision practice
1s constructed in Aotearoa New Zealand and; 2) the construction of informed, integrated and
intentional social work supervision practice from the perspectives of supervisors and supervisees.
Second, the research proposed is significant because it is the first study to consider the influence
of the Aotearoa New Zealand context on the construction of supervision practice. The need for
such research was identified in my Master's study which found that the supervision literature and
research is dominated by authors from the northem hemisphere and it does not consider the
Treaty of Waitangi and the uniqueness of our bicultural polity. Finally, the research proposed is
also significant because the practical application of the findings will contribute to the evolving
professionalisation of social work in Aotearoa New Zealand and the demands ansing from the
Social Workers Registration Act, 2003.

‘Where will the project be conducted?
Aotearoa New Zealand

‘Who will actually conduct the study?
Kieran Barry O’'Donoghue

‘Who will interact with the participants?
Kieran Barry O'Donoghue

‘What experience does the researcher(s) have in this type of project activity?
1) The researcher successfully completed a qualitative study at Masters level and produced a

Masters thesis. 2) He wrote the first New Zealand textbook on social work supervision (see
O'Donoghue, K. (2003) Restorying Social Work Supervision. Dunmore Press, Palmerston North).

‘What are the benefits of the project to the participants?

The participants involved in this study will have:

1) The oppaortunity to reflect on their supervision contacts, model, type and form of supervision
that they participate in.

2) The opportunity to engage in a reflective conversation conceming: a) what informs their
supervision practice; b) their intentions whilst in supervision; c) how they integrate their philosophy
of supervision practice with their knowledge and skill base and d) how supervision might be
improved.

3) The benefit of engaging in a structured reflection upon their supervision experiences which is
likely to enhance their awareness of their supervision practice.

4) The benefits of sharing knowledge and thoughts with other participants as they discuss with the
researcher and the group the tentative findings and questions that have ansen in the study.

5) The participants involved in the project will learn about themselves as a supervisee or
supervisor, their supervision practices and about supervision itself.

Revised 30/10/02 - HEC Application Form Page 5 of 16
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17

‘What are the risks of the project to:

i Participants: There is a possible risk that some participants may experience
discomfort through discussing or reviewing unpleasant past or
recent supervision experiences.

ii. Researcher(s): None
1. Groups/Communities None
!
Institutions:

iv. Massey University: None

18 How do you propose to manage the risks for each of points ii., iii., and iv. above.
(Note Question 40 will address the management of risks to participants)
N/A

19 Is deception involved at any stage of the project? Yes I:l No
I yes, justify its use and describe debriefing procedures.

20 Does the project include the use of participant gquestionnaire(s)? Yes No |:|
(If ves, a copy of the Questiormaire(s) is to be attached fo the application form)

21 Does the project include the use of focus group(s)? Yes No I:l
(If ves, a copy of the Confidentiality Agreement for the focus group is to be attached to the application
Jform)

22 Does the project include the use of participant interview(s)? Yes No |:|
(If ves, a copy of the Interview Questions/Schedule is to be attached fo the application form)

23 Does the project involve audio taping? Yes | X | No
Does the project involve video taping? Yes No X
(If agreement for taping is optional for participation, ensure there is explicit consent on the Consent
Form)
If ves, state what will happen to the tapes at the completion of the project.
The tapes will be stored as recommended by the Code of Ethical Conduct for 5 years in a locked
filing cabinet in the researcher's office. After the five years elapsed they will be magnetically wiped
or retumed to individual participants if requested.
I audio taping is used, will the tape be transcribed? Yes No I:l
If ves, state who will do the transcribing.
(If not the researcher, a Transecriber’s Agreement is required and a capy is fo be aitached fo the
application form)
Either Kieran O'Donoghue or a Transcrption Typist who completes a transcribers agreement.

24 Does the project involve recruitment through advertising? Yes I:l No
(If ves, a copv af the Advertisement is to be attached to the application form)

25 ‘Will consent be given in writing? Yes No |:|
If no, state reason.

Revised 30/10/02 - HEC Application Form Page 6 of 16
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26 Does this project have any links to other approved Massey University  Yes
Human Ethics Committee application(s)?

No

If ves, list HEC protocol number(s) and relationship(s).

27 Is approval from other ethics committees heing sought for the Yes
project?

If ves, list other ethics committees.

SECTION C: FINANCTAL SUPPORT

28 Is the project to be funded in anyway from sources external to Massey Yes
University?

No

If ves, state source.

29 Is the project covered by a Massey University Research Services Yes
contract?

No

If ves, state contract reference number.

30 Is funding already available or is it awaiting decision?

The School of Sociology, Social Policy and Social Work’s Intemal Research Fund have approved
an application for funding subject to ethics committee approval for the costs of an initial postal
survey. An application will be made to the Massey University Research Fund in 2004 for the
projected costs related to the individual interviews and focus groups. The researcher has a limited

amount of private funds available in his research consultancy account.

31 Does the researcher(s) have a financial interest in the outcome of the Yes No X
project?
If ves, explain how the conflict of interest situation will be dealt with.
SECTION D: PARTICIPANTS
32 Tvpe of person participating:
(mark one or more) Massey University Staff Hospital Patients
Massey University Student Prisoners
Children under 7 Minors 815
Persons whose capacity is
compromised
Ethnic/cultural group members
Other X

If Other, specify who.

Social Work Practitioners and Social Work Supervisors who are members of the Aotearoa New

Zealand Association of Social Workers (ANZASW).

33 What is the age range of participants?

Revised 30/10/02 - HEC Application Form
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20 years and above.

34 Is there any professional or other relationship (e.g. Yes | X | No
employer/employee, lecturer/student, practitioner/patient, researcher/
family member) to the researcher?

If yes, describe how this conflict of interest situation will be dealt with.

The researcher is employed as a Lecturer in social work in the School of Sociology, Social Policy
and Social Work. His primary lecturing duties teaching in the MSW (Applied) and BSW courses
and supervising student research at Masters level do not in his opinion pose a conflict of interest.
However, his involvement in providing the occasional lecture conceming supervision theory in the
Diploma of Social Service Supervision and on the Department of Child, Youth and Family Clinical
Supervision courses provided by the School may pose a potential conflict of interest. The
researcher also provides external supervision to social workers and this may also pose a conflict
of interest.

The researcher proposes to manage these potential conflicts of interest through: 1) making it clear
that he is acting as a researcher undertaking a PhD project throughout the course of the research;
2) by not selecting as research participants for interview any students that are enrolled in courses
that he controls or coordinates; and 3) by not selecting as research participants his current
supervisor(s) or current supervisees.

The final area of conflict of interest relates to the researcher's membership of the Aotearoa New
Zealand Association of Social Workers (ANZASW). The area of conflict of interest present here
relates to the Association providing access to their mailing list and support for the research
through this. In terms of managing this conflict of interest the researcher will be clear that the
study is conducted as part of the requirements for a PhD study. He will also state to participants
that whilst conducting the study the researcher will be acting as a student enrolled in a PhD and
not acting on behalf of ANZASW.

35 ‘What selection criteria will be used?

The selection critenia used for each phase of the study is as follows:

1) The participants for an initial survey will be selected from the mailing list of members provided
by the Aotearoa New Zealand Association of Social Workers. It is intended to survey a one
third sample of full members of ANZASW.

2) Participants who will be interviewed will be selected from the survey participants that express
an interest in participating in an individual interview. This selection will be made on the basis
of location, field of practice and the type of supervision that the participant is involved in as a
supervisor and supervisee and will be limited to a maximum of 30 interviews (15 supervisees
and 15 supervisors).

3) Participants who will complete a structured joumnal of five supervision contacts will be selected
on the basis of the field of practice and type of supervision and will limited to a maximum of
10 participants (5 supervisees and 5 supervisors) from among those interviewed.

4) Focus group participants will be selected from among those who participate in the individual
interviews with the number of interested supervisors and supervisees from the individual
interviews in a common location being the main criteria. For the focus groups it is anticipated
that these will consist of a maximum of eight participants per group and would proceed with
three as a minimum number.

5) The reason for selecting participants in this way is to provide a cross-section of supervision
practice experiences across a range of settings.

36 Will any potential participants be excluded? Yes No I:l

If ves, state the exclusion criteria.
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38

39

40

First and foremost, potential participants will be excluded if they are currently:

a) enrolled in a course controlled by the researcher.

b) in a social work supervision relationship with the researcher as either a supervisor or
supervisee.

Beyond this initial exclusion, potential participants will be excluded from one or more stages of the

project if they do not meet the particular selection criteria for interviews, the structured journal and/

or the focus groups.

How many participants will be involved?

1) Initial survey — 409 participants (approximately based ANZASW memberships as at 1
November 2003).

2) Interviews — up to 30 consisting of a maximum of 15 supervisors and 15 supervisees.

3) Structured joumal —up to 10 participants consisting of 5 supervisors and 5 supervisees.

4) 2 focus groups — up to 16 consisting of a maximum of 8 in each group. There will be one
group of supervisors and one of supervisees.

‘What is the reason for selecting this number?
(Where relevant, a copy of the Stafistical Justification is to be attached to the application form)

The number of participants for the survey, namely, 409 is a one third sample of 1226 full members
of ANZASW (as at 1 November 2003). | have chosen a one in three systematic sample to optimize
the opportunity to: a) develop an understanding of supervision practices nationally amongst
Association members; and b) to provide me with the best opportunity to recruit a cross-section of
participants from a range of fields and locations for the qualitative interviews, focus groups and
structured joumnal. In terms of numbers specified above for the qualitative aspects of the design,
the reasons for selecting them were to ensure data sufficiency and saturation and for the purposes
of reliability and triangulation of data. They were also selected to ensure that the study was
appropriate for a doctoral thesis in the social work field.

How many participants will be in the control group?
(Where relevant)

N/A

How will participants be recruited?

1) Participants for the postal survey will be recruited from membership mailing lists provided by
ANZASW National Office.

2) Participants for the individual interviews will be recruited through the completion and return of
an expression of interest form attached to the postal survey.

3) Participants for the structured joumnal and the focus groups will be recruited from the individual
interviews.

(If by public advertising, a copy of the Advertisement fo be attached to the application form)

‘What discomfort (physical, psychological, social), incapacity or other harm are participants likely
to experience as a result of participation?

It is generally unlikely that the participants will experience discomfort or harm as a result of their
participation. That said, there is a nsk that some participants in individual interviews may
expenence discomfort through discussing unpleasant past or recent supervision expenences.
Likewise, those completing the journal may risk discomfort through reviewing unpleasant past or
recent supervision expenences.

‘What support processes does the researcher have in place to deal with adverse consequences or
physical or psychological risks?

Revised 30/10/02 - HEC Application Form Page 9 of 16
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41

42

Drawing on his past experience and knowledge as a trained mental health social worker in crisis
intervention the support processes the researcher has in place to deal with adverse consequences
are as follows:

1) Should adverse consequences arse during an interview the researcher will stop the interview
or meeting, assess the level of discomfort, and if necessary assist participants to identify
appropriate supports, such as E.AP, personal counselling, efc. ..

2) The researcher will also make available to the participants a cell-phone so that they can
contact support people.

3) The researcher will also use his cell-phone as necessary to contact his supervisors or other
supports should he experience adverse consequences.

How much time will participants have ta give to the project?

1) Participants completing the survey would give between 10 and 15 minutes.

2) Participants involved in individual interviews will give half an hour in the preparation of their
one page statement or previous supervision contact, between 2-3 hours in interview and
possibly another hour reviewing transcripts.

3) Participants completing the structured journal containing their reflections on 5 supervision
contacts will give a maximum of 30 minutes per reflection and a total of 2.5 hours.

4) Participants involved in focus groups will give a maximum 2-3 hours at the focus group
meeting.

‘What information on the participants will be obtained from third parties?

Potential participants’ names and postal addresses will be obtained from ANZASW National Office
for the postal survey.

‘Will any identifiable information on the participants be given to third Yes No X
parties?

I ves, describe how.

Will any compensation/payments be given to participants? Yes I:l No

If ves, describe what and how.

SECTTON F: DATA

46

47

‘What approach/procedures will be used for collecting data?
(e.g. guestionnaire, interview, focus group, phvsiological tests, analysis of blood etc)

1) Survey

2) Individual Interviews

3) Structured Reflective Journal of 5 Supervision contacts.
4) Focus Groups

How will the data be analysed?

1) The survey data will be analysed using a statistical program such as SPSS, SAS or Minitab.

2) The transcripts from the individual interviews will be analysed using cross-case analysis and
content analysis.

3) The structured reflective joumnals will be analysed using content analysis.

4) The focus group data will be analysed using content analysis.

5) Computer programs such as Nu.dist or Envivo maybe used in the analysis of the qualitative
data.

How and where will the data be stored?
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49

54

The electronic data will be stored securely on the researcher's personal and work computer and
will be backed up on disks and CD’s that will be password protected. Hard copies of
questionnaires, transcrpts, journals will be stored in a locked cabinet in the researcher's home or
work office until the examination has been completed. The reasons for storage at home and/or
work reflect that during the life of this project | expect to be working on it in either place. Once the
data has been analysed and the thesis is being wntten the data will be stored solely in my work
office and on the Massey Computer system.

‘Who will have access to the data?

The researcher and his supervisors. The transcription typist will also have access for the purpose
of transcnbing the interviews and focus groups.

How will data be protected from unauthorised access?

The electronic data will be protected from unauthorised access through logon passwords and file
passwords on all data files. The hard copy data will be protected through storage in a locked filing
cabinet within my home and office which both have locked doors.

How will information resulting from the project be shared with participants?

Information resulting from the project will shared with participants as follows:

1) The results of the survey will be submitted for publication in the form of a journal article in
Social Work Review. This joumnal is freely available to all members of the Association.

2) A summary of the thesis findings will be provided to the interview participants upon request.

How long will the data be retained?
(Note the Massey University Policy on Research Practice recommends that data be retained for at least

five (3) vears)
The data will be retained for 5 years in accordance with the recommendation from the Massey
University Policy on Research Practice.

‘What will happen to the data at the end of the retention period?

fe.g. retiimed to participants, disposed or archived)

Apart from the initial survey, the data will be confidentially destroyed or retumed to individual
participants if requested.

‘Who will be responsible for its disposal?
(An appropriate member of the Massey University staff should normally be responsible for the eventual
disposal of data - not a student researcher)

Kieran O’'Donoghue

‘Will participants be given the option of having the data archived? Yes |:| No

SECTION F: CONSENT FORMS

55 How and where will the Consent Forms be stored?
The consent forms will be stored within a locked filing cabinet draw in the researcher's work office.
56 ‘Who will have access to the Consent Forms?
Kieran O’'Donoghue
57 How will Consent Forms be protected from unauthorised access?
The Consent Forms will be protected through separated storage within a locked filing box within
the locked filing cabinet draw.
Revised 30/10/02 - HEC Application Form Page 11 of 16
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How long will the Consent Forms be retained?

{Note the Committee recommends that Consent Forms be stored separately from the data and retained

Jor at least five (5) yvears)
The consent forms will be retained for 5 years.

SECTION G: HUMAN REMAINS, TISSUES AND BODY FI UIDS

e — ——— —  ————— —

59

60

61

62

66

Daes the project invalve human remains, tissue or body fluids?

(If ves, complete Section G, otherwise proceed to Section H)

How is the material being taken?
(e.g. operation)

How and where will the material be stored?

How long will the material be stored?

Will the material be destroved?

If ves, describe how.

If no, state why.

Will the material be disposed of in accordance with the wishes of the
relevant cultural group?

Will blood be collected?

If ves, state what volume and frequency at each collection.

Will any samples go out of New Zealand?
If yes, state where.

Yes I:l No

Yes [ N [[]

Yes No

Yes [ N []

Yes [ [ [ ]

The Privacy Act 1993 and the Health Information Privacy Code 1994 impose strict reguirements
concerning the collection, use and disclosure of personal information.
Committee to assess

(Note that personal information is information concerming an identifiable individual)

67

Will personal information be collected directly from the individual
concerned?

These guestions allow the

compliance.

Yes | X | No

Rewvised 30/10/02 - HEC Application Form
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If ves, specify the steps that will be taken to ensure that participants are aware of:

- the fact that information is being collected,

- the purpose for which information is being collected and its use,

- who will receive the information,

- the conseguences, if any, of not supplying the information,

- the individual’s rights of access to and correction of personal information.

These points should be covered in the Information Sheet.

All participants in all phases of the study will be provided with an Information Sheet (see attached).
All participants at interview and focus group meetings will be asked: a) that they have read the
information sheet; b) whether they have any questions or if there is anything that they want
explained further; c) that they understand and are aware of what will happen to the information
they provide and their nghts concerning this information.

If any of the above steps are not taken explain why.

68 ‘Will personal information be collected indirectly from the individual Yes No X
concerned?
I ves, explain why.

69 ‘What storage and security procedures to guard against unauthorised access, use or disclosure of
the personal information will be used?
Personal information will be stored securely within a separate draw and section within a locked
filling cabinet in the researcher’s office.

70 How long will the personal information be kept?
(Note that Information Privacy Principle 9 reguires that personal information be kept for no longer than
is requived for the pwrposes for which rthe information may lawfully be wsed.)
As a general rule, data relating to projects should be kept in appropriate secure storage within Massey
University (rather than at the home of the researcher) unless a case based on special circumstances is
submitted and approval by the Committee.
The personal information will be kept until the examination of the thesis has been completed.

71 How will it be ensured that the personal information collected is accurate, up to date, complete,
relevant and not misleading?
The personal information will be collected directly from the participants. The interview participants
will have the opportunity to review the accuracy of any details provided and to comect their
interview transcripts.

72 How will the personal information be used?
Personal information will be used in the reporting of the aggregated findings as background
demographic information about participants.

73 ‘Whao will have access to the personal information?
Kieran O’'Donoghue

74 In what form will the personal information be published?
(Massey University requires original data of published material to be archived for five (3) vears after
publication for possible future scrutiny)
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Individual personal information (i.e. quotes from interviews) will be published under the use of
pseudonyms in the thesis and any publications arising from it. Care will be taken to ensure that
any identifying individual details will be omitted or changed (e.g. location).

‘Will a unique identifier be assigned to an mdividual? Yes | X | No
If ves, is the unigue identifier one that any other agency uses for that Yes No X
mdividual?

SECTION I: TREATY OF WAITANGI

76

77

78

79

81

Does the proposed project impact on Maori people in any way? Yes No |:|
If ves, describe how.

As at 1 November 2003, there are 165 full members of ANZASW who identify as Tangata Whenua
and who may choose to participate or not participate in this study.

Are Maori the primary focus of the project? Yes |:| No

If no, proceed to Question 82.
If ves, is the researcher competent in te reo Maori and tikanga Maori? Yes I:l No |:|

If no, outline the processes in place for the provision of cultural advice.

Identify the group(s) with whom consultation has taken place.
(Where relevant, a copy of the supporting docimentation is to be attached to the application form)

‘What consultation process has been undertaken prior to this application?
Describe any ongoing involvement the group consulted has in the project.
How will information resulting from the project be shared with the group consulted?

If Maori are not the focus of the project, outline what Maori involvement there may be and how
this will be managed.

Participants who are Maori may choose to participate in this study. Should they do so they will be
treated with respect and cultural sensitivity. In the kanohi | te kanohi of the interview situation
participants will be offered the opportunity to start and finish the interview with karakia and an offer
of a cup of tea and kai will be made at the conclusion of the interview.

83 Are there any aspects of the project which might raise specific cultural Yes No X
issues?
If ves, describe how.
84 Is ethnicity data being collected as part of the project? Yes No I:l
If yes, explain why.
Revised 30/10/02 - HEC Application Form Page 14 of 16
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Ethnicity will be collected as background demographic data in the survey. It will also be collected
from the interview participants as ethnicity and cultural identity are considered to be a factor in
relation to the participants’ construction of informed, intentional and integrated supervision
practice as either supervisees or SUpervisors.

What ethnic or social group(s) other than Maori does the project involve?
People from the other ethnic groups present in the New Zealand general population are also

present in the Association’s membership such as Chinese, Pacific Island peoples, South Africans,
etc... These people may choose to participate or not to participate in this study.

Do the participants have English as a first-language? Yes | X | No

If no, will Information Sheets and Consent Forms be translated into Yes No
the participants’ first-language?
(If ves, copies of the Information Sheer and Consent Form are to be attached to the application form)

What consultation process has been undertaken with the group(s) prior to this application?
N/A

Identify the group(s) with whom consultation has taken place.
(Where relevant, a copy of the supporting doctanentation is to be attached to the application form)

NIA

Describe any ongoing involvement the group consulted has in the project.

N/A

How will information resulting from the project be shared with the group consulted?
N/A

SECTION K: RESEARCH UNDERTAKEN OVERSEAS

21 Do the participants have English as a first-language? Yes No
If no, will Information Sheets and Consent Forms be translated into Yes No
the participants’ first-language?
(If ves, copies of the Information Sheer and Consent Form are fo be attached to the application form)
92 Describe local committees, groups or persons from whom the researcher has or will obtain
permission to undertake the project.
(Where relevant, copies of Approval Letters are to be attached fo the application form)
923 Daoes the project comply with the laws and regulations of the counfry Yes No
where the project will take place?
924 Describe the cultural competence of the researcher for carrving out the project.
95 Does the researcher speak the language of the target population? Yes |:| No |:|
Revised 30/10/02 - HEC Agpplication Form Page 15 of 16
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Declarations

DECLARATION FOR THE STAFF APPLICANT

I have read the Code of Ethical Conduct for Research, Teaching and Evaluations involving Human
Participants and understand my obligations and the rights of the participants, particularly in so far as
obtaining informed consent is concerned. I agree to undertake the research/teaching/evaluation (cross out
those which do net apply) as set out in this application together with any amendments required by the
Massey University Human Ethics Committee.

Staff Applicant’s Date:
Signature

DECLARATION FOR LINE MANAGER (for research/evaluations undertaken in the Divisions

I declare that to the best of my knowledge, this application complies with the Code of Ethical Conduct for
Research, Teaching and Evaluations invelving Human Participants and that I have approved its content
and agreed that it can be submitted.

Line Manager’s Date:
Signature

DECTARATION FOR THE STUDENT APPIICANT (for supervised student research)

I have read the Code of Ethical Conduct for Research, Teaching and Evaluations invelving Human
Participants and understand my obligations and the rights of the participants, particularly in so far as
obtaining informed consent is concerned. I agree to undertake the research/teaching/evaluation (cross out
those which do net apply) as set out in this application together with any amendments required by the
Massey University Human Ethics Committee.

Student Date:

Applicant’s
Signature

DECLARATION FOR THE SUPERVISOR (for supervised student research

I declare that I have assisted with the development of this protocol, that to the best of my knowledge it
complies with the Code of Ethical Conduct for Research, Teaching and Evaluations invelving Human
Participants, and that I have approved its content and agreed that it can be submitted.

Supervisor’s Date:
Signature

Revised 30/10/02 - HEC Application Form Page 16 of 16
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Appendix H- Approval Letter from the Massey Human E  thics
Committee

..... L

g 5 4 a OFFICE OF THE ASSISTANT
<> Massey University L Bmevesceion
S . Private Bag 11 222
Palmerston Norts

New Zealand

T B4E63505513
23 March 2004 £ 64505622

humanethics@massay.ac.n z
WWW.massey.ac.az

ARE

Mr Kieran O’ Donoghue
School of Sociology, Social Policy & Social Work
PN371

Dear Kieran

Re: HEC: PN Application — 04/14 :
Towards the construction of social work supervision in Aotearoa New

Zealand: A study of the perspectives of social work practitioners and
supervisors

Thank you for your letter dated 9 March 2004 and the amended application.

The amendments you have made now meet the requirements of the Massey University Human
Ethics Committee: Palmerston North and the ethics of your application are approved. Approval is
for three years. If this project has not been completed within three years from the date of this
letter, a new application must be submitted at thal time,

If the nature, content, location, procedures or personnel of your approved application change,
please advise the Secretary of the Commitiee.

A reminder to include the following statement on all public documents “This project has been
‘ reviewed and approved by the Massey University Human Ethics Commitiee, Palmerston North

Application 04/14. If you have any concemns about the conduct of this research, please confact
Professor Sylvia V Rumball, Chair, Massey University Campus Human Ethics Commitiee: PN,
telephone 06 350 5249, email humanethicspn @massey.ac nz’”

Professor Sylvia V Rumball, Chair
Massey University Campus Human Ethics Committee: PN

a Professor Robyn Munford & Associate Professor Andrew Trlin
School of Sociology, Social Policy & Social Work
PN371

Massay University Human Ethice Committes
Accredited by the Health Research Councii
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Appendix | — Letter from the President of ANZASW to
Potential Participants

AOTEAROA NEW ZEALAND

 ASSOCIATION OF
SOCIAL WORKERS (Inc)

National Office
PO Box m:qﬂh

Thrmddin

5™ Floor
Consulency House
7 Bond St

Punedin

Tel. | {03) 477 5793

Fax, | (053479 a571

ermail: patofTaecd@nn o w org.ns
wobeiie: W W aNTATW.OFE.NZ

Execwdve Offlcer
HOWARD RANDAL

Tol H027) 236 7615

President

ROSH HENDERSON
PO B 6250

Upper Riccarion
Chrigithorch

Tel. (4271435 21855
emails presi IentERRn 2adw.arg.nz

ee President
1LYNINE WHATA
(4« Surgical Services
Laketond Health
Provaw|Bug 3023

ST

Tel {0R1} 252 4392
email: Vicepras@an msw org.ng

Secretary
CHRISTINE MENZIES
PO Rk 1072

Dunedin

5 Floor

Tonsultanty House

7 Bond 1

Tunedin

Tel.  (U3)477 5793
Fax. (033479 0571
il seoTeAry@BNZASW Ot n

Kaiwkakahaere

Tangata Whenua
Takawaerga O Aotearoq
WHITIAG PALIL

44 Alifugd Avenue

g Trog Hill

Azeklan

iel. [09] 579 5722 (H)
Tel. (091307 4915 (W}
el wngamwhenLa@
ANTIEW-NR.NE

Dear Member,
Re: A PhD research study by Kieran O'Donoghue
Towards the construction of social work supervision practice in

Aotearoa New Zealand: A study of the perspectives of sociat work
praciitioners and supervisors.

Twigh to advise you that the Association both supports and endorses the
above doctoral research study being conducted by Kieran O'Donocghue,
MANZASW, arnongst our members. The support provided by the
Association for this study relates solely to allowing the researcher access
to & one-third selection of our Full members’ mailing list for the
purposes of the postal survey. This selection was made by the Executive
Officer selecting every third Full member from the Association's
database and then creating a matling list, which was then forwarded to
the researcher. In return for this access Kieran ("' Donoghue will provide
the Association with a copy of the Thesis when its examination has been
completed.

1 assure ali potential participants that your identity and any information
provided is confidential between yourself and the researcher,
Furthermore, [ remind you that your participation in this study is
voluntary. That said, I encourage you to consider supporting this
worthwhile research project.

Yours sincerely

)@nz Mu*m.:

Rose Henderson
Presidemnt

I
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Appendix J — Information Sheets

TOWARDS THE CONSTRUCTION OF SOCIAL WORK SUPERVISION
PRACTICE IN AOTEAROA NEW ZEALAND: A STUDY OF THE
PERSPECTIVES OF SOCIAL WORK PRACTITIONERS AND
SUPERVISORS

INFORMATION SHEET
SURVEY QUESTIONNAIRE

Dear Potential Participant,

Iwould like to invite you to participate in this research study about social work supervision.
Please find outlined below information about myself. my supervisors, the study and your
rights.

. The researcher and supervisors.

My name is Kieran O’Donoghue and I am enrolled as a candidate for the degree of Doctor of
Philosophy at Massey University. I am currently employed at the School of Sociology. Social
Policy and Social Work, Massey University. Palmerston North as a lecturer. I am also a full
member of the Aotearoa New Zealand Association of Social Workers..

My supervisors are Professor Robyn Munford and Associate Professor Andrew Trlin from
the School of Sociology, Social Policy and Social Work, Massey University. Palmerston
North.

. How to contact the researcher and supervisors.

Kieran O’Donoghue may be contacted as follows:

Phone: (06) 350 5799 Extension 2818 (Work)
(06) 353 8860 (Home)

Email: K.B.ODonoghue@massey.ac.nz (Work)

Professor Robyn Munford may be contacted as follows:
Phone: (06) 350 5799 Extension 2825
Email: R.E.2 Munford@massey.ac.nz

Associate Professor Andrew Trlin may be contacted as follows:
Phone: (06) 350 5799 Extension 2835
Email: A D.Trlin@massey.ac.nz

Revised 30/10/02 - Format for the Information Sheet Page 1 of 3
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3. Type and purpose of the study.

This study seeks to discover how social work supervision practice is constructed in Aotearoa
New Zealand and what an informed, intentional and integrated supervision practice means for
the participants. It also seeks to describe the participants’ informed. integrated. and
intentional supervision practice together with the influence of the Aotearoa New Zealand
context as well as considering how and where supervision can be most effectively improved.

The purpose of the study is to complete an original and significant study into the subject of
social work supervision practice in Aotearoa New Zealand and to produce a thesis that
satisfies the requirements of the Doctor of Philosophy degree.

4. Participant Recruitment.

Participants for this postal survey are being contacted via the membership mailing list of full
members of the Aotearoa New Zealand Association of Social Workers. A one-third sample of
full members will be sent a survey questionnaire. Your contact details were given to me by
ANZASW (see aftached letter). A one in three systematic sample was selected to optimize the
opportunity to: a) develop an understanding of supervision practices nationally amongst
Association members: and b) to provide an adequate opportunity to recruif a cross-section of
participants from a range of fields and locations for the subsequent qualifative interviews.
focus groups and structured journal.

The participants for the individual inferviews will be recruited through the completion and
refurn of the consent form attached to the postal survey. Participants for the structured journal
and focus groups will be recruited directly from participants involved in the individual
interviews.

5. Project Procedures.

The information collected will be used for the production of the doctoral thesis and for any
academic publications arising from it. All data will be stored securely with paper data (e.g.
questionnaires and transcripts) being held in a locked filing cabinet and electronic data being
password protected. Upon completion of the study the data will be stored for a further five
years in accordance with the recommendation made by the Massey University Policy on
Research Practice. After this period the data will be destroyed unless the return of the material
is requested by individual participants.

Information resulting from the project will be shared with participants as follows:

= The results of the survey will be submitted for publication in the form of a journal article
in Social Work Review. which is freely available to all members of the Association.

= A summary of the overall research findings (which includes a statement about how the
results of this research will be disseminated) will be provided to the interview participants
should they request it.

Revised 30/10/02 - Format for the Information Sheet Page 2 of 3
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Confidentiality will be maintained by the secure storage of all research information related to
the survey. For those participants that consent to participating in an individual interview the
researcher will ensure that all identifying features such as the participant’s name and location
remain confidential to him and the transcript typist (who will complete a confidentiality
agreement). This will be done by the use of fictitious names and by omifting any potentially
identifying information in the thesis. The participants will also have the opporfunity to edit
their transeript and remove or alter any information that they believe may identify them.

Participant involvement

The survey questionnaire takes befween 10 and 15 minutes fo complete. Participation is
completely voluntary. If you agree to be part of this study. please complete the questionnaire
and refumn it (in the postage paid envelope provided) to the researcher. Completion and return
of questionnaire implies consent. You have the right to decline to answer any particular
question.

Attached to the questionnaire is a consent to be contacted concerning an individual inferview
with the researcher. A separate Information Sheet about the interview is also attached. You are
welcome to only complete the questionnaire or to only participate in the interview or to take
part in both if you wish: vour involvement is completely up to you.

7. Participant’s Rights

You have the right to:

®»  decline to participate:

= decline to answer any particular question;

®»  withdraw from the study at anytime prior to the completion of the data collection;

®  ask any questions about the study at any time during participation:

®»  provide information on the understanding that your name will not be used unless you give
permission to the researcher:

®  be given access to a sunmary of the project findings when if is concluded

Thank you for considering participation in this research study. If you have any questions
concerning this study please feel free to contact the researcher and/or the supervisors.

Committee Approval Statement

This project has been reviewed and approved by the Massey University Human Ethics
Comunittee, PN Protocol 04/14. If you have any concems about the conduct of this research.
please contact Professor Sylvia V Rumball, Chair, Massey University Campus Human Ethics
Comumittee: Palmerston North. telephone 06 350 5249. email S.V.Rumball@massey.ac.nz.



TOWARDS THE CONSTRUCTION OF SOCIAL WORK
SUPERVISION PRACTICE IN AOTEAROA NEW ZEALAND: A
STUDY OF THE PERSPECTIVES OF SOCIAL WORK
PRACTITIONERS AND SUPERVISORS

INFORMATION SHEET
INDIVIDUAL INTERVIEW

Dear Potential Participant,

I would like to invite you to participate in this research study about social work
supervision. Please find outlined below mformation about myself, my supervisors, the
study and your rights.

1.

!-J

The researcher and supervisors.

My name 1s Kieran O'Donoghue and I am enrolled as a candidate for the degree
of Doctor of Philosophy at Massey University. I am currently employed at the
School of Sociology, Social Policy and Social Work, Massey University,
Palmerston North as a lecturer. I am also a full member of the Aotearoa New
Zealand Association of Social Workers.

My supervisors are Professor Robyn Munford and Associate Professor Andrew
Trlin from the School of Sociology, Social Policy and Social Work in Palmerston
North.

How to contact the researcher and supervisors.

Kieran O'Donoghue may be contacted as follows:

Phone: (06) 350 5799 Extension 2818 (Work)
(06) 353 8860 (Home)

Email: K B ODonoghue@massey ac nz (Work)

Professor Robyn Munford may be contacted as follows:
Phone: (06) 350 5799 Extension 2825
Email: R.E.2 Munford@massev.ac.nz

Associate Professor Andrew Trlin may be contacted as follows:
Phone: (06) 350 5799 Extension 2835
Email: A.D.Trlin@massey.ac.nz
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Type and purpose of the study.

This study seeks to discover how social work supervision practice 1s constructed
mn Aotearoa New Zealand and what an informed, intentional and integrated
supervision practice means for the participants. It also seeks to describe the
participants’ informed, integrated, and intentional supervision practice together
with the influence of the Aotearoa New Zealand context as well as considering
how and where supervision can be most effectively improved.

The purpose of the study is to complete an original and significant study into the
subject of social work supervision practice in Aotearoa New Zealand and to
produce a thesis that satisfies the requirements of the Doctor of Philosophy
degree.

The in-depth qualitative interviews are the second stage m this project and will be
based on a semi-structured interview guide and the participants’ preparation of a
one-page statement of their last supervision contact as either a supervisor or
supervisee which they will be asked to bring to the mnterview. The mterviews will
be between two and three hours in duration. Because of the duration of the
mterview, it may at the participant’s request be undertaken in two parts. The
interviews will be audiotaped and transcribed by either the researcher or a typist
who has signed a confidentiality agreement. The research participants will be
asked to review their interview transcript.

. Participant Recruitment.

Participants for the individual interviews are bemg recrmted through the
completion and return of the consent form attached to the postal survey.

The mnterview participants will be selected from those that consent to be contacted.
This selection will be made on the basis of location, field of practice and the type
of supervision that the participant is involved in as a supervisor or supervisee and
will be hmited to a maximum of 30 participants (i.e.15 supervisees and 15
SUPEervisors).

Potential participants will be excluded if they are a current student enrolled 1 a
course controlled by the researcher or are in a social work supervision relationship
with the researcher as either a supervisor or supervisee.

. Project Procedures.

If potential participants agree to take part in the interview their written consent
will be obtained prior to the commencement of the interview. Participants will be
advised that they have the right to ask for the audiotape to be turned off at any time
during the interview. Participants will also be advised that they have the nght to
withdraw from the research at any stage prior to the completion of the data
collection stage of the project.

The information collected will be used for the production of the doctoral thesis and
for any academic publications arising from it. All hard copy data will be stored
securely (e.g. audiotapes and transcripts) in a locked filing cabinet and electronic
data will be password protected. Upon completion of the study the data will be
stored for a further five years in accordance with the recommendation made by the

(=]



Massey University Policy on Research Practice. After this period the data will be
destroyed unless the participant requests the return of the mterview tape and
transcript.

Information resulting from the mterviews will be shared with participants as

follows:

= A summary of the research findings (which includes a statement about how the
results of this research will be disseminated) will be provided to individual
mterview participants should they request it.

Confidentiality will be maintained by the secure storage of all research
information. The researcher will ensure that all identifying features such as the
participant’s name and location remain confidential to him and the transcript typist
(who will complete a confidentiality agreement). This will be done by the use of
fictitious names and by omitting any potentially identifying information in the
thesis. Participants will also have the opportunity to edit their individual transcript
and remove or alter any information that they believe may identify them.

6. Participant involvement

The participants will be involved in a recorded in-depth interview lasting between

2-3 hours. They will be asked to bring with them to the interview a prepared

statement on the most recent supervision contact. At interview, the participants will

be asked, with reference to their most recent supervision contact the following

questions:

=  What informs the participant’s knowing, decision-making, and action in the
their experiences of social work supervision as a supervisee or supervisor?

=  What were their intentions as a supervisee or supervisor in social work
supervision practice?

=  What does their construction of integrated social work supervision practice
consist of in terms of values/philosophy, knowledge. and skills?

=  What influence does the Aotearoa New Zealand context have in their
construction of informed, integrated and intentional supervision practice?

=  Where and how can social work supervision practice be most effectively
mmproved?

The amount of time involved mecludes: half an hour prior to the interview (to
complete the prepared statement on the parficipant’s most recent supervision
contact): Between 2-3 hours in the interview itself: and up to another hour
reviewing the interview franscript. Parficipation is completely voluntary. If you
agree to be part of this study, please complete and refurn to the researcher the
consent to be contacted form attached to the postal survey and the individual
wmterview consent form attached to this information sheet.

7. Support Processes

Whilst it is generally unlikely that participants will experience adverse
consequences such as discomfort or harm as a result of their participation, there 1s a
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small potential risk that some participants in individual mterviews may feel some
discomfort through discussing unpleasant past or recent supervision experiences.
Should such adverse consequences occur the support processes the researcher has in
place to deal with adverse consequences are as follows:

Drawing on his past experience and knowledge as a trained mental health social
worker in crisis intervention, the researcher will stop the interview, assess the
participant’s discomfort, and if necessary assist them to identify appropriate
supports, such as E.A P. personal counselling. etc._.

The researcher will also make available to participants a cell-phone so that they
can contact support people.

8. Participant’s Rights
You have the right to:

decline to participate;

decline to answer any particular question;

withdraw from the study at anytume prior to the completion of the data
collection;

ask any questions about the study at any time during participation;

provide information on the understanding that your name will not be used
unless you give permission to the researcher;

be given access to a summary of the project findings when 1t 1s concluded;

ask for the audio tape to be turned off at any time during the interview.

Thank you for considering participation in this research study. If you have any
questions concerning this study please feel free to contact the researcher and/or the
SUpervisors.

Committee Approval Statement

This project has been reviewed and approved by the Massey University Human
Ethics Committee. PN Protocol 04/14. If you have any concerns about the conduct
of this research, please contact Professor Sylvia V Rumball Chair, Massey
University Campus Human Ethics Committee: Palmerston North, telephone 06 350
5249, email S.V.Rumball@massey.ac.nz.



TOWARDS THE CONSTRUCTION OF SOCIAL WORK SUPERVISION
PRACTICE IN AOCTEAROA NEW ZEALAND: A STUDY OF THE
PERSPECTIVES OF SOCIAL WORK PRACTITIONERS AND
SUPERVISORS

INFORMATION SHEET
STRUCTURED JOURNAL
Dear Potential Participant.

Iwould like to invite you to participate in this research study about social work supervision.
Please find outlined below information about myself. my supervisors, the study and your rights.

1. The researcher and supervisors.

My name is Kieran O'Donoghue and I am enrolled as a candidate for the degree of Doctor of
Philosophy at Massey University. I am currently employed at the School of Sociology. Social
Policy and Social Work, Massey University, Palmerston North as a lecturer. I am also a full
member of the Aotearoa New Zealand Association of Social Workers.

My supervisors are Professor Robyn Munford and Associate Professor Andrew Trlin from
the School of Sociology, Social Policy and Social Work, Massey University. Palmerston
North.

2. How to contact the researcher and supervisors.

Kieran O’'Donoghue may be contacted as follows:

Phone: (06) 350 5799 Extension 2818 (Work)
(06) 353 8860 (Home)

Email: K.B.ODonoghue@massey.ac.nz (Work)

Professor Robyn Munford may be contacted as follows:
Phone: (06) 350 5799 Extension 2825
Email: R.E.2 Munford@massey.ac.nz

Associate Professor Andrew Trlin may be contacted as follows:
Phone: (06) 350 5799 Extension 2835
Email: A.D.Trlin@massey.ac.nz

3. Type and purpose of the study.

This study seeks to discover how social work supervision practice is constructed in Aotearoa
New Zealand and what an informed, intentional and integrated supervision practice means for

Revised 30/10/02 - Format for the Information Sheet Page 1 of 3
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the participants. It also seeks to describe the participants’ informed. integrated. and
intentional supervision practice together with the influence of the Aotearoa New Zealand
context as well as considering how and where supervision can be most effectively improved.

The purpose of the study is to complete an original and significant study into the subject of
social work supervision practice in Aotearoa New Zealand and to produce a thesis that
satisfies the requirements of the Doctor of Philosophy degree.

4. Participant Recruitment.

The structured jowrnal is the third stage of this study and the participants will be recruited
directly from those involved in the individual interviews through being asked if they are
interested in complefing a structured journal of five supervision contacts. They will be
selected from those who express an interest at interview on the basis of their field of practice
and type of supervision. The reason for selecting participants in this way is to provide a
cross-section of supervision practice experiences across a range of settings.

5. Project Procedures.

The information collected will be used for the production of the doctoral thesis and for any
academic publications arising from it. All dafa will be stored securely with paper data in a
locked filing cabinet and electronic data will be password protected. Upon completion of the
study the data will be stored for a finther five years in accordance with the recommendation
made by the Massey University Policy on Research Practice. After this period the data will be
destroyed unless individual participants request the refurn of the material.

Information resulting from the project will shared with participants as follows:
® A summary of the research findings (which includes a statement about how the results of
this research will be disseminated) will be provided to participants should they request it.

Confidentiality will be maintained by the secure storage of all research information related to
the study. For those participants that consent to participating with completion of the structured
journal the researcher will ensure that all identifying features such as the participant’s name
and location remain confidential. This will be done by through the use of fictitious names and
by omitting any potentially identifying information in the thesis.

6. Participant involvement
The structured journal involves the completion of written responses to reflective prompts for

five separate supervision confacts (see attached). It is anticipated that each contact would take
a maximum of 30 mimites to complete and that the total amount of time that the participant

Revised 30/10/02 - Format for the Information Sheet Page 2 of 3
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would be involved would be 2.5 hours. Participation is completely voluntary. If you agree to
complete the structured journal, please complefe it as directed and refwm it (in the postage
paid envelope provided) to the researcher. Complefion and retwn of the journal implies
consent. You have the right to decline to answer any particular question.

6. Participant’s Rights
You have the right to:
= decline to participate;
= decline to answer any particular question:
= withdraw from the study up at anytime prior to the completion of the data collection:
= ask any questions about the study at any time during participation:
= provide information on the understanding that your name will not be used unless you give
permission to the researcher:
= be given access to a summary of the project findings when it is concluded.

Thank you for considering participation in this structured journal phase of the study. If you have
any questions concerning this study please feel free fto contact the researcher and/or the
SUPEIVISors.

Committee Approval Statement
This project has been reviewed and approved by the Massey University Human Ethics
Committee, PN Protocol 04/14. If you have any concerns about the conduct of this research.

please contact Professor Sylvia V Rumball. Chair, Massey University Campus Human Ethics
Committee: Palmerston North. telephone 06 350 5249, email S.V.Rumball@massey.ac.nz.
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Appendix K- Consent Form for the Individual Intervi ews

TOWARDS THE CONSTRUCTION OF SOCIAL WORK SUPERVISION PRACTICE IN
AOTEAROA NEW ZEALAND: A STUDY OF THE PERSPECTIVES OF SOCIAL
WORK PRACTITIONERS AND SUPERVISORS

CONSENT FORM
Individual Interviews

THIS CONSENT FORM WILL BE HELD FOR A PERIOD OF FIVE (5) YEARS

I have read the Information Sheet and have had the details of the study explained to me. My
questions have been answered to my satisfaction. and I understand that I may ask further

questions af any time.

Tagree/do not agree to the inferview being audio taped.

Twisl/do not wish to have my audiotape returned to me

T agree to participate in this study under the conditions set out in the Information Sheet.

Signature: Date:

Full Name - printed

Revised 18/9/02 - Format for the Consent Form Page 1 of 1
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Appendix L- List of Pseudonyms

Aaron
Abbey
Adam
Anaru
Caitlyn
Belinda
Ben
Becky
Bamey
Adrienne
Cara
Carolyn
Casey
Catherine
Celine
Chantelle
Charmaine
Charlotte
Dan
Ellen
Elton
Emily
Faye
Felicity
Frank
Fred

Gael
Garry
Gemma
Germaine
Halle
Hannah
Harvey
Hine
Hone

Iris
Irene
Ivy
Jane
Jasmin
Jeannette
Teff
Joan
Joe
John
Kathy
Keisha
Ken
Kir
Lance
Laura
Leeann
Mandy
Marcus
Maree
Margot
Nancy
Narmada
Neal
Odette
Oliver
Oscar
Pamela
Pania
Patricia
Paul
Pearl
Penny
Raquel
Raymond

Rebecca
Rima
Ripeka
Rhonda
Rick
Rochelle
Sally
Sam
Shakti
Sheryl
Sophia
Stacey
Steve
Tamara
Tammy
Tangi
Terry
Tina
Tipene
Todd
Ursula
Vera
Vicky
Wairaka
Zara
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Appendix M — Transcriber’'s Agreement

TOWARDS THE CONSTRUCTION OF SOCIAL WORK SUPERVISION
PRACTICE iN AOTEAROA NEW ZEALAND: A STUDY OF THE
PERSPECTIVES OF SOCIAL WORK PRACTITIONERS AND
SUPERVISORS

TRANSCRIBER'’S AGREEMENT

- )

Lobsessadrty O Seive st e (Full Name - printed) agree to

transcribe the tapes provided to me.
I agree to keep confidential all the information provided to me.

I'will not make any copies of the transcripts or keep any record of them, other than those required

for the project.

Date: | 3,-!;" )L}ﬁff
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Appendix N - Node Tree Framework

Tree Node Framework

Supervisees

Background supervisee
* Age

* Cultural Identity

» Experience
. Gender
. Supervision Quals

. SW Qualifications

Preparation Task supervises

Caonstruction of SW Supervision supervisee

. Definition
* Feelings
» Good suparvision
. Meeds
. Reflections about
experiences
. Supervision in
CYF
* Arrangements
» Characteristics
. Content
. Identity
- Policy and
contract
" Process
. Relationship
. Session stages  »
and phases

Before
supervision
start of session

Planning
phase in
sessions

Working phase
in sessions

End of session



Aotearoa New Zealand Context Supervises
. Bicultural

Practice

. Community

. Cross-cultural
supervision

. Cultural Advice

. Cultural
Consultation

. Cultural
Supervision

° Kaupapa Maori
Supervision

] Privatised
supernvision

] Rural

] Social difterence

Improving SW supervision supervises

. Participant's
supervision

. Hegistration

. Supervision
amongst ANZASW

. Supervision in
general

. Supervision within
organisation

Review and General comment supervisee
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Tree Node Framework

Supervisors

Supervisors Background

Age

Cultural identity
Experience
Gender

Supervision
history

Supervision
Quals

SW Quals

Supervisors Pre-Task

Supervisors Construction of SW Supervision

Arrangements

Characteristics

Definition
Reflections on experiences and
Types

Content
Differences
Identity

Palicy, &
contract
Process

Recording
Relationship

Session Stages
Phase

Role model

Before
Start

Planning

Working
phase

Ending



Supervisors Aotearoa New Zealand Context

. Bicultural practice

* Community

. Cross- Cultural
supearvision

. Cultural consultation

. Cultural supervision

. Kaupapa Maori
supervision

. Social difference

Supervisors Improvements

. ANZASW

. Generally

. Crganisation
- Participants
. Registration

Supervisors Review and General comments
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Appendix O- An lllustration of the Qualitative Data Analysis
Method in Relation to the Interviews

This appendix will illustrate the data analysis Inoet through the progression of one
supervisee’s (Abbey’s) raw data. This analysis @sscstarts once the data has been
coded at th®efore Supervision 3 Tier sub-node, a sub-set of tages and Phases
2" Tier sub-node, within thEharacteristics sub-node, under theonstruction of
Supervision node. The analysis involved the following stepsioed below:

Raw data coded at tligefore Supervision sub-node

A memo is written summarising this text

This memo is reviewed and themes identified
The themes are incorporated into the Writing Fraor&ile

PONPE

Step 1 - Data coded at the before supervision sub-n  ode
<Documents\interview Transcripts\Abbeyedited> - @ference coded [2.12% Coverage]

Reference 1 - 2.12% Coverage

Abbey:

Yeah. | think it's about what's coming next. Ykmow, so if I've got supervision with my supervisim
the city coming up, I'm just thinking about thetlisne. | mean | just over the few days beforacha
started sifting around what are some of the thirlgsight flick through my diary and have a looWho
are the clients that I've seen in the last montkRo jumps out at me? Quite often while I'm wordin
away over the month, | might just stick a cliemtiials by the supervision time, and hope thain c
remember what it is. And | just figure that ifdrct remember what it was, then the issue’s goreyaw
You know, I've managed to deal with it. And ifam, it might well be something that would be good t
take. So I've got that process, but I've alsoth@ other process | think where in a few dayotefand
| start getting a bit more refined about ‘and lidigély want to be taking this client’ or ‘I've gohis issue
bubbling away with a colleague or that seems taffeeting my work. It's personal but | really durik

| need to be looking at and is important.” So tegree it depends on the acuity. If it's someghimat’s
really big in acuity it'll get taken there. No nextwhat it is. But I try and think about well witsathe
balance here as well. So it wouldn’t be unusuahfe to take maybe a situation with a client and a
situation with a supervisee. | seem to need mbie supervision of my supervisees because I'nsoot
well established in that role. Like that supemwissession that I've described | took three thingich
was a supervisee, a client, and a personal isstievds starting to affect my work.

Step 2: Memo summarising text
Before supervision

Abbey

Abbey starts preparing for her supervision sessioiesv days before the session by reviewing hewydia
the clients she has “seen in the last month.” Halvey “quite often while she is working over the rtton
[she] might stick a client's initials by the supision time.” For Abbey "if she can't remember witdthe
issue] was, then the issue's gone away...[or stlenf@naged to deal with it. The process Abbey ases
few days beforehand is "a bit more refined" andnitefin terms of she definitely wants to be takthis
client or [there is ] this issue bubbling away wétlcolleague...that seems to be affecting [herkwdior
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Abbey the acuity of the issue and balance in teshiger work roles are key factors influencing her
choice of what she takes. Acuity influences in ®whif the acuity is high “it 'll get taken” to
supervision, whereas in terms of balance “it woltlda unusual for [Abbey] to take...a situationhnat
client and a situation with a supervisee”. In ekplay this Abbey referred to the supervision sessioe
reflected upon in the pre-interview task in whitie Stook three things which were a superviseejemtl
and a personal issue that was starting to affesi flork.” Abbey also commented that she “seemad t
need a bit more supervision of [her] superviseesibge [she is] not so well established in that'tole

Step 3- A review of this memo is undertaken looking at themes
Before supervision

Abbey

In Abbey’s preparation she has two distinct phaaesongoing continual consideration of supervision;
and a process of list development that occurs closthe supervision session.

Step 4 — The themes across the participants are inc  orporated
into Writing Framework File

Stages and Phases of Sessions

In this section the supervisee's construction appegences of the stages and phase present in their
supervision session will be presented. The staigesissed are before the session, the start, pignnin
working and ending.

Before supervision

The supervisee's focus before the session tendszl ¢a what they would be taking. For some
supervisees this was a continual considerationvthatrefined as part of the immediate preparatoraf
session, whereas other supervisees indicatedhiatpreparation was influenced by the event améhty
of the session.

Continual consideration

» Makes notes client initials or issues on day pdgeegt session over a period of time (Abbey, Cara,
Sally).

e Thinks about what she wants from supervision owenteek month, prior to the session (Joan).

Session preparation

» Clarification of items and the development of b§items or agenda (Abbey, Barney, Cara, Odette,
Sally).

* Making notes (Hannah, Keisha, Keri).

* Sorting out on the way there (Carolyn, Felicity,idte).

» Reflecting on self and or situation (Belinda, Mandy

Notes

» Wil often put clients’ initials by supervision tien Preparation a few days before - reviewing diary
concerning clients seen and issues in more refinecess of clarify what she takes, in terms client,
collegial or other issue affecting her work. Kegtfas in this are the acuity of the issue, whesit$
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in regard to scope of work role and needs. Not ualt® take a client and supervisee situation
(Abbey).

Prepares a list before going -makes a decisiontatloat is taken by weighing up whether its
appropriate, and fair and checks that he is “beiimgpartial” and considerate of what is happening
in "the organisation his role and ...workers rqBarney).

Takes a break before supervision, knows what simesia achieve in terms of casework, feels like
she is “going with an argument [and] pleading [fede." Feels like putting on armour and preparing
to "get challenged for challenges sake”. Therdss an element of managing stress prior to the
session (Belinda).

Over the weeks prior diary notes are made on theofithe next session. When that day arises the
small list is reviewed and ticked off, and wheregible supporting documentation is located (Cara).
Day before asks the question “Can I fit this in?thwthe dilemma of the importance of supervision
and demands of workload looming large. Preparatiealves mentally flicking through caseload
whilst driving to the session (Carolyn).

Usually in a rush, preparation process hit and isissetimes involves making notes in the diary,
other times formulation thoughts on the way theredflecting on work. Conceeded that “coming
prepared for supervision to get the most out olvids something she had to take responsibility for
and something she “hasn't learnt over the ye&slidity).

Prepared by taking a couple of notes concerningemsashe wanted to discuss (Hannah).

Thinks about what she wants and puts an agendéh&rgéhis thinking occurs over the week or
month prior to the session and when she has aK'steeling this is the catalyst for contacting her
supervisor and making an appointment (Joan).

Goes with the children she is working with “in mirahd takes notes with her to keep herself
focused. Tunes in and focuses whilst driving toesuigor's office and if matters are recent will mul
those over on the way (Keisha).

Prepares by taking down notes of things she warnltsing up because she can't rely on memory. She
notes concerned “things [she] wanted some guidancegoing over...cases and letting the
supervisor know where they're at” (Keri).

Asks her self “what's on top?” and assesses hessstevel. The answer to this and her level oEstre
level are what she takes to supervision (Mandy)

Prepares a list includes on the list “any casefsatecontentious or [which she] need[s] to check
with the person higher up.” Explained that hesoesafor putting things on the list was “for [her]
protection...to give information and ...coveringifgelf] and the organisation.” (Odette)

Jots thoughts in her dairy as a running recordifemext supervision session.

Reviews diary and paperwork and decides what t® ¢akthe basis of previous supervision or that
her supervisor will need information. Mindful ofrrgupervision throughout her practice, “in the
sense that [she is] thinking, ‘That's arisen..ddto discuss that with her [my supervisor]. |s @
open door, go in and discuss it now or is it a i@itsupervision?’ (Sally)
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Appendix P- Definition of supervision forms

Forms of supervision are essentially different dim®maf supervision with particular

characteristics or areas of emphasis. For example:

Student or fieldwork supervision (i.e. supervisairstudents in training)
Managerial supervision (i.e. supervision conductsd a line manager
focused on the management of the work)

Clinical supervision (i.e. supervision that is feed on client outcomes, the
process of practice and the development of thetipoaer's knowledge,
skills and attributes)

Supportive supervision (i.e. supervision providgdrolleague at the same
level within an organisation)

Cultural supervision (i.e. supervision that focusesthe cultural safety of
the practitioner or clients and is provided by @eswuisor who holds the
respective cultural knowledge).

Cross-disciplinary supervision (i.e. supervisiomimch the supervisor and
supervisee come from different disciplines e.giaagork and counselling

or social work and nursing).

In addition forms of supervision also includes diféerent modalities in terms of the

number of the supervision group (e.g. whether theesvision is for an individual,

group or team) and the location of the supervisiod supervisor (e.g. whether it is

provided internally within the organisation or extaly by a contracted consultant)

414



Appendix Q — Chi-Squared Test Results for Questions

20
Question 8

Variables

Chi-squared
df
Asymp Sig

Student

49.841
4
.000

Managerial

22.037
4
.000

Clinical

131.641
4
.000

Supportive

42.8085
4
.000

Cultural

45.243
4
.000

Internal

68.879
4
.000

External

54.529
4
.000

Individual

215.568
4
.000

Group

22.522
4
.000

Team

21.756
4
.000

Cross-disciplinary

81.804
4
.000

Other 8

38.872
3
.000

Question 9

Variables

Chi-squared
df

Asymp Sig

Work

93.854
4
.000

Working

137.000
4
.000

Worker

111.430
4
.000

Workplace

42.099
4
.000

1

Other9

14.368
4

.006

8-17 and
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Question 10

D

Variable Chi-squared
df
Asymp Sig
Contract 633.311
6
.000
Question 11
Variable Chi-squared
df
Asymp Sig
Frequency 143.16
5
.000
Question 12
Variable Chi-squared
df
Asymp Sig
Length 156.914
3
.000
Question 13
Variables Chi-squared
df
Asymp Sig
Checking in 49.385
4
.000
Case consultation 84.13
4
.000
Individual sessions 96.35]
4
.000
Co-working 30.457,
4
.000
Observation 119.635%
4
.000
Review 52.382
4
.000
Group meeting 39.97
4
.000
Team meeting 22.92
4
.000
Other13 16.154
4
.000

41¢



Question 14

Variables

Chi-squared
df
Asymp Sig

Choice

210.165
4
.000

Relationship

165.96¢
3
.000

Trust

287.048|
4
.000

Practice expertise

78.108
4
.000

Supervision expertise

109.873
4
.000

Open

252.589
4
.000

Safely discuss

355.750
4
.000

Safely ventilate

202.878
4
.000

Power

206.136
4
.000

Client

83.805
4
.000

Story

106.416
4
.000

Learning

104.824
4
.000

Agency

52.225
4
.000

Safe and ethical

293.411
4
.000

Theory

36.524
4
.000

Reflection

104.48(Q
4
.000

Strength-based

95.772
4
.000

Problem

92.732
4
.000

Outcome

71.150
4
.000

Anti-oppressive

194.92]
4
.000




Question 15

Variables

Chi-squared
df
Asymp Sig

Awhiowhio

256.647
4
.000

Adult learning

23.329
4
.000

Brigid Proctor

46.797
4
.000

Systems

52.42
4
.000

Carroll

124.256
4
.000

Developmental

21.871
4
.000

Feminist

17.667
4
.000

Hawkins

47.652
4
.000

Integrated

35.396
4
.000

Interactional

68.143
4
.000

Kaupapa Maori

169.411
4
.000

Morrison

58.431
4
.000

Pacific

367.926
4
.000

Restorying

53.645
4
.000

Strength based

83.257
4
.000

Task Centred

48.308
4
.000

Tapes

115.844
4
.000

Otherl5

28.316
3
.000
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Question 16

Variables

Chi-squared
df
Asymp Sig

Preparation

77.90%
4
.000

Karakia

6.528
4
.163

Comfort

74.676
4
.000

Agenda

57.813
4
.000

Prioritising

40.069
4
.000

Discussion

141.512

4
.000

Decisions

158.50(
4
.000

Planning

68.108
4
.000

Summarisation

56.44
4
.000

Evaluation

24.384
4
.000

Closure

72.209
4
.000




Question 17

Variables

Chi-squared
df
Asymp Sig

Caseload

29.52%
4
.000

Complex cases

276.573
4
.000

Cultural matters

51.73%
4
.000

Ethical issues

106.864
4
.000

Personal Issues

24.146
4
.000

Boundaries

77.561
4
.000

Problems colleagues

51.039
4
.000

Professional
Development

93.268
4
.000

Performance
Management

51.150
4
.000

Stress

62.494
4
.000

Supervisors Concerns

37.911
4
.000

Supervisee Concerns

133.451
4
.000

Supervision Relationship

50.822
4
.000

Success

65.108
4
.000

Team Issues

52.868
4
.000

Workload

59.284
4
.000

Other 17

12.500
3
.006
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Question 20

Variables Chi-squared
df
Asymp Sig
Evaluation as a 273.851
supervisee 6
.000
Evaluation as a 174.462
supervisor 4
.000
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Appendix R- References Related to Supervision Appro  aches/

Models

Approach/ Mode

| References

Strength-based Supervision

Task-Centred Supervision

Adult learning

Integrated Model

Developmental Model

Feminist partnership

Tony Morrison’s Adult
learning model

Hawkins and Shohet (Process
Model)

Cohen, B. (1999). Intervention and supervisiontiargths-based
social work.Familiesin Society, 80 (5) 460-466.

Thomas, C., and Davis, S. (2005). Bicultural stteagphased
supervision. In. Nash, M., Munford, R., and O’Dohag, K.
(Eds.)Social work theoriesin action (pp.189-204). London:
Jessica Kingsley.

Pettes, D. (1979taff and Student Supervision- A task-centred
approach. London: Allen and Unwin.

Caspi, J. and Reid, W. (200B3lucational supervision in social
work: A task-centred model for field instruction and staff
development. New York: Columbia University Press.

Van Kessel, L. and Haan, D. (1993). The intendey @fdearning
in Supervision Seen as a Modéhe Clinical Supervisor, 11 (1).
29-44,

Rich, P. (1993). The form, function, and contentlafical
supervision: An integrated mod@&he Clinical Supervisor, 11(1).
137-178.

Stolenberg, C. and Delworth, U. (1983)pervising counselors
and therapists: A developmental approach. San Francisco: Jossey
Bass.

Chernesky, R. (1986). A new model of supervisiorNIVan Den
Bergh, and L.Cooper, (EdsHeminist visions for social work,
Silver Spring, Md: NASW Press, 128-148.

Hipp, J., and Munson, C. (1995). The partnershiplehoA
feminist supervision/consultation perspectiVige Clinical
Supervisor, 13 (1). 23- 38.

Simmons, H. (2001). Let the symbol speak: Develggirfieminist
spiral model of supervision. In L. Beddoe, and Jii&lb(Eds.).
Supervision conference from rhetoric to reality keynote address
and selected papers (pp.177-185). Auckland: Auckland College
Education.

Morrison, T. (1993)Saff supervisionin social care. An action
Learning Approach. Harlow, Essex, UK: Longman.

Morrison, T. (2001)Saff supervisionin social care. Making a
real difference for staff and service users. Brighton, UK: Pavilion.

Hawkins, P. and Shohet, R. (198SQ)pervision in the helping
Professions. Buckingham, UK: Open University Press.

Hawkins, P. and Shohet, R. (2008)pervision in the helping
Professions (2" ed). Buckingham, UK: Open University Press.
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Brigid Proctor (Formative,
Normative, Restorative)

Restorying (Contextual
Constructionist)

Brown and Bourne’ s Systems
model

Interactional model (Shulman’

Tapes

Kaupapa Maori (Paraire Huat:

Michael Carroll’s Social Role
Model
Awhiowhio (Webber-Dreadon

Pacific Islands
(Mary Autagavaia)

Inskipp, F., and Proctor, B. (198&kills for supervising and being
supervised. St. Leonards on Sea, East Sussex: Alexia.

Inskipp, F. and Proctor, B, (199%)t, craft and tasks of
counselling supervision Pt 1 &2. Twickenham, Middlesex:
Cascade.

O’Donoghue, K. (2003)Restorying social work supervision.
Palmerston North: Dunmore.

Brown, A. and Bourne, |. (1996)he social work supervisor.
Buckingham, UK: Open University Press.

Shulman, L. (1993)nteractional supervision. Washington DC:
NASW Press.

Clarkson, P. (1992)ransactional analysis psychotherapy.
London: Tavistock/Routledge.

Central Institute of Technology. (1994 handbook for clinical
supervisors. Wellington: Central Institute of Technology.

Beddoe, L. (1997). Best practice in social workesujsion-
Education and accreditation issugacial Work Review, 9 (4). 37-
43.

Te Ropa awhina md ngg Whanau. (2004)Achieving positive
outcomes for tamariki and their whanau.
http://www.matatini.co.nz/tipu/proceedings/terophava.htm
[accessed 20 February 2005].

Eruera, M. (2005)He korero korari. Supervision for Maori.
Weaving the past, into the present for the future. Unpublished
MPhil (Social Work) Thesis. Auckland, New ZealaMhssey
University.

Carroll, M., (1996)Counselling Supervision, London: Continuum

Webber-Dreadon, E. (1999). He taonga mo o matamagA gift
handed down by our ancestors): An indigenous agpraasocial
work supervisionTe Komako 111, Social Work Review, 11 (4). 7-
11.

Autagavia, M. (2001) A tagata pasifika supervigiwacess:
authenticating difference. In L., Beddoe, and JM\ib(Eds).
Supervision conference from rhetoric to reality keynote address
and selected papers (pp.45-52)., Auckland: Auckland College of
Education.
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Appendix S- ANZASW (2004a) Clause on Supervisory
Relationships

ANZASW CODE OF ETHICS

Clause on Supervisory Relationships

NEW CLAUSE
5 Responsibility in Supervisory Relationships

5.1 Social work as a profession asserts that ethical practice can be maintained only
where appropriate arrangements for supervision of practice are in place.
Supervision takes different forms in different setfings. but generally is directed
towards competent practice, client well-being, the development and well-being of
the social worker and towards organisational learning. Its objectives are
competency. accountable practice. continuing professional development and
education. Supervision occurs within a professional relationship between one or
several supervisees and one or several supervisors.

5.2 Individual social workers. as supervisees. have the responsibility fo:

» Ensure that they access appropriate supervision

* TUnderstand and negotiate their role. responsibilities and relationship as a
social work supervisee

® Actively participate in the supervision process and relationship.

Act in the interests of client well-being within their professional and
organisational mandate and in accordance with their supervision contract

5.3 Supervisors have the responsibility to:

o Work within the level of their competency. undertake specific foundation
training and pursue continuing education in social work supervision theory.
skills and practice.

e Negotiate a wriften contract for service with each supervisee. which must
include reciproeal roles and responsibilities, and a method for the resolution of
disputes. The contract must specity accountability and reporting lines to
agencies or third parties

e Apply the principles of all clauses of this Code. especially Clause 1.4 and
Section C. Bicultural Code of Practice. in their relationships with supervisees

* Recognise the differing needs of supervisees related to their personal
professional background. level of experience. gender. and cultural identity.

* Actat all times, promptly and professionally. in the best interest of clients. of
supervisees. as well as meet their ethical duties and obligations to the

organisation and the profession.
End
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Appendix T - Supervision Evaluation Form

To be completed by both the supervisor and supervisee.

Almost Always Frequently Sometimes

To what extent does the supervision
we participate i

1} Problem solve
and find solutions

2} Facilitate reflective practice
3} Enable learning

4) Develop the supervisee
professionally

5) Provide support

§) Empower and energise

7) Respond to supervisee nesds
8) Enable emotional expression
9} Facilitate discussion

10) Challenge and extend

11) Use a constructive
commumcation process

12} Prowide constructive feedback

13) Provide accountability
for practice

14) Enable safe practice

15) Take place in a mutually
agreeable sefting

16) Use time purposefully
17} Occur regularly
(1e. at an appropriate
frequency)

18) Feel comfortable

Rarely Not af all

13

(]

56}

]

2

58]

(]

(o]

(]

[

5]

[

[

B}
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Almost Always Freguently
To what extent does/is the supervision
We participate in:

L
Ee

19) Make the most of the
opportunities available

20) Involve a supportive 5 =
relationship

21) Involve a trusting 5 4
relationship

22) Honest 5 4
23) Open

24) Involve a supervisor who 5 4
demonstrates well developed
relational qualities
and atinibutes

25) Involve a supervisor 5 4
who shares practice expertise
and knowledge

26) Involve an experienced 5 4
SUPErvisor

27} Involve a supervisee willing 5 4

to engage learn, develop and
pariicipate in supervision

42¢

Sometimes

Rarely Notat all

[S¥]
[

[E¥]
[

[ ]
p—

[E¥]
(=

[E¥]
i
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—
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