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This tool was developed for Research in Practice by Dr Lisa Bostock and Dr Louise Grant, in collaboration with DfE.
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Using the star tool 
[bookmark: _Toc194491118][bookmark: _Toc197095701]Step 1: Complete the observation
Take detailed notes. Use your notes to detail evidence against the six domains of reflective supervision, answering the questions posed using verbatim practice examples. 
[bookmark: _Toc194491119][bookmark: _Toc197095702]Step 2: Assess the quality of supervision
Following the observer session, assess the quality of social work practice using the following criteria:
· excellent practice - meets all six domains, with a clear focus on practice shaping which is the primary function of supervision
· ‘green shoots’ - meets five of the six domains, but more focus is needed on practice shaping and translating hypotheses into clear, actionable conversations with people accessing services
· some evidence - meets three of the six domains, but more work is needed to develop practice shaping and reflexivity
If the STAR tool is being used for supervisory practice improvement purposes:
[bookmark: _Toc194491120][bookmark: _Toc197095703]Step 3: Identify actions for individuals
Provide an assessment of action required:
Challenge (C): The practice is detrimental to adults or children, carers, practitioners or the organisation and needs to be changed. 
Support (S): The current practice is not meeting all of the domain (or all six domains) and the supervisor or supervisee require support in terms of training, practice, policy (individual or organisation). 
Maintain (M): Ensure that the current practice is embedded and able to continue and develop. 
Promote (P): The current practice is excellent and should be promoted across the organisation for everyone to learn from (individual or organisation)
If the STAR tool is being used for quality improvement purposes:
[bookmark: _Toc194491121][bookmark: _Toc197095704]Step 4: Review findings and develop an action plan
Review all supervisory practice observation sheets to identify strengths and areas for improvement. If your organisation is not meeting the Employer standard 5: Supervision, you’ll need to develop an action plan for change.
[bookmark: _Toc194491122][bookmark: _Toc197095705]
Complete the details of the observation  
The observer should complete the following information.
[bookmark: _Toc194491123][bookmark: _Toc197095706]Observer details  
Complete the details of the observation. 
	Name of observer 
	Insert the name of observer

	Role of observer
	Insert the role of observer.

	Date of supervision
	Insert the date of observation.


[bookmark: _Toc194491124][bookmark: _Toc197095707]Purpose of observation
Choose the reason for your observation. 
	Quality improvement
	Insert yes or no. 

	Practice improvement
	Insert yes or no.

	Peer observation  
	Insert yes or no.


[bookmark: _Toc194491125][bookmark: _Toc197095708]Type of supervision 
Choose the type of supervision. 
	1 to 1
	Insert yes or no 

	Group
	Insert yes or no
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Group supervision 
If group supervision, add the number of participants by professional role.
	CSW or senior practitioner
	Insert number of participants in this role.

	Social workers
	Insert number of participants in this role.

	Other professionals
	Insert number of participants in this role.

	Administrator or business support
	Insert number of participants in this role.

	Clinician (if present)
	Insert number of participants in this role.

	Other
	Insert number of participants in this role.


[bookmark: _Toc194491127]Team 
	Team 
	Insert name of team.

	Name of group supervision leader 
	Insert name of leader.


[bookmark: _Toc194491128][bookmark: _Toc197095710]Practitioner details
For the observed practitioner or practitioner, please fill in their details: 
	Name of practitioner
	Insert practitioner’s name. 

	Team
	Insert practitioner’s team.

	Length of experience  
	Insert practitioner’s length of experience.
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The STAR tool observation sheet 
[bookmark: _Toc194491130]Domain 1: Voices of those whose lives are the focus of service involvement
Conversation ensures that the perspectives of people whose lives are the focus of service involvement are ‘present’ with the worker demonstrating a strengths-based approach to facilitating change.
Questions 
· Are the perspectives of people accessing services present in the conversation?
· Are they seen as experts on their own lived experiences and their views on possible solutions taken into account?
· Are the views of different parties considered? If they differ, how did workers discuss these differences in perspective?
· Is it clear how people accessing services have been supported to understand areas of concern and change needed?
Evidence, rating and required actions 
	Evidence 
	Required actions 

	The supervisor was alert to whether the discussion included the experiences, goals, and challenges of the person/people whose lives are the focus of the work and prompted appropriately on this. 
The supervisor explored the extent to which the voice and perspectives of people whose lives are the focus of the work were central to decision-making and challenged appropriately when this was not evident.
Conversation reflected an empathetic and nuanced understanding of the contexts, cultures and lived experiences of the person/people whose lives are the focus of the work.
Discussion actively highlighted abilities, resources and resilience rather than focusing solely on problems.











	Promote: Feed back to the supervisor so that they are aware of this excellent focus on a service user perspective. 
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Domain 2: Risk talk and authoritative doubt
Supervision acts as a safe space where practitioners are enabled to take a ‘not knowing’ position and express ‘authoritative doubt’.
Curiosity about what might be happening and why is encouraged, with practitioners supported to accept uncertainty while being open to new possibilities and exploration of risk.
The central purpose of the work with a child or an adult and their family is held in mind.
Questions 
· How are risks or concerns discussed? Is risk understood as dynamic or spoken about as a static ‘known fact’?
· Are there issues, feelings, experiences that practitioners might not be willing to explore? How does the supervisor approach this?
· Are different possible explanations of a situation considered, demonstrated by an openness to other interpretations that enable the expression of doubt and professional scepticism?
· Are practitioners encouraged to talk about their hopes as well as their worries and fears for the work and the people they are working with?
	Evidence 
	Required actions 

	The supervisor normalised uncertainty, framing it as a critical part of reflective practice and professional growth and asked open-ended questions that encourage practitioners to think critically and explore alternative perspectives.

However, the supervisor had a tendency to dominate the conversation offering prescriptive solutions without always encouraging reflective dialogue.

The supervisor missed some opportunities to challenge practitioners to think critically or reflect on their decision-making processes.













	Support: the supervisor to consider how they can slow down their thinking and give time and space for reflection and authoritative doubt, giving space for critical thinking and exploration of alternative perspectives. Also encourage the supervisor to continue to ask open ended questions to promote a reflective dialogue.
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Domain 3: Curiosity and hypothesis generation
Supervision enables practitioners to explore different possible explanations for a situation in order to develop better understanding of people’s support needs or family functioning.
Multiple possibilities are generated and hypotheses explored, including how workers’ own thoughts, feelings and experiences might be impacting their practice.
Questions 
· In which ways do practitioners demonstrate curiosity about the people they are working with? 
· Does the worker hold fixed ideas and views or do they challenge taken-for-granted assumptions? 
· Do they explore multiple possibilities and perspectives, including those of the people whose lives are the focus of their work (which may well not be unanimous)? 
· How do they approach practice dilemmas or unknowns? 
· How are they generating new ideas or hypotheses?

	Evidence 
	Required actions 

	The conversation focussed on only one possible explanation without considering alternative viewpoints or interpretations.
There was little or no discussion of other potential causes for the situation or what might be happening for the person/people who are the focus of service involvement.
The supervisor did ask some probing questions to explore how personal biases or emotional reactions may be shaping decisions but these were not fully followed through.













	Challenge and support: Advise the supervisee that whilst there was some evidence of positive practice the lack of exploration of alternative viewpoints could lead to a fixed mind set which may discourage reflexive thinking.
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Domain 4: Practice shaping
Supervision enables reflection and explorations of the ‘what, why and how’ of social work, enabling practitioners to move from hypothesising to developing planned, purposeful conversations with the people whose lives are the focus on the work.
Questions 
· How do practitioners develop their hypotheses into clear, actionable conversations, agreements and plans with the people they are working with? 
· Is there clarity of purpose about how conversations and agreed actions will influence wider family relationships and support positive change? 
· If the decision has been agreed not to intervene, in what way was this connected to the worker’s understanding of the lives of the people they are working with?
	Evidence 
	Required actions 

	Deep reflective dialogue was encouraged that guided the practitioner in exploring the 'what' (the facts and observations), the 'why' (the reasons behind behaviours or actions), and the 'how' (how to approach the situation in practice).

The practitioner was supported in moving from hypothetical thinking to developing planned, purposeful conversations and was given an opportunity to practice a difficult conversation that they were to have.













	Promote: Consider asking the supervisor to role model this practice to others in the service. 
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Domain 5: Wellbeing
Supervision provides opportunities for practitioners to have open and constructive conversations with practice supervisors about the emotional impact of the work and their wellbeing.
Questions
· How does the emotional impact of the work get considered in supervision? 
· Are there opportunities for practitioners to talk about work-life balance, stress, anxiety and uncertainty at work? 
· Is there space to discuss how situations at home may be impacting or affect their work? 
· How are self-care or wellness action plans discussed?
	Evidence 
	Required actions 

	The practitioner was encouraged to reflect on the emotional challenges of their work, and they expressed difficult emotions. 
The supervisor recognised and validated the emotional impact that the work can have but did not fully enable the worker an opportunity to process this emotional impact nor offer opportunities for support or further help.













	Support: The supervisor to focus on how workers can get support to achieve and maintain a healthy work life balance and promote support available internally which promotes wellbeing.
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Domain 6: Anti-racist and anti-oppressive practice
Supervision considers the context in which practitioners work and the impact of racism and other discrimination. It includes active support and challenge to build and sustain anti-racist practice.
Questions 
· Is there a recognition and discussion of the impact of racism, microaggressions and other forms of discrimination in the personal and professional realm? 
· Are there opportunities to talk about power and difference and how these are experienced, both in the workplace and when working in the community? 
· Is there reflection about how supervision is experienced, how it promotes professional development and how it supports practitioners to consider the impact of racism on self and others?
	Evidence 
	Required actions 

	The supervisory conversation explored how power dynamics, privilege, and bias affect practitioners, organisations, communities and the lives of those people they are work with.
The supervisor fostered a safe, inclusive environment in which a difficult conversation about race, discrimination, and privilege were welcomed and supported.
The supervisor demonstrated anti-racist leadership by actively addressing the impact of racism and was aware of the detrimental effect that everyday forms of racism and discrimination (such as microaggressions) can have on emotional wellbeing. The supervisor sought feedback about how supervision was experienced and this was observed to be in a safe and trusting relationship.













	Promote: The supervisor’s practice was clearly informed by an anti-racist approach.













Overall rating 
	Rating

	Excellent
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