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Coventry Early Years Supervision Toolkit (2025)
1. Introduction and Aims
This Toolkit has been created to support Early Years leaders, managers, and childminders with assistants in carrying out effective staff supervision. It aims to provide clear and practical guidance that strengthens practice across all types of provision. Within these pages you will find an explanation of the purpose and process of supervision, examples of good practice, and templates that can be adapted for different settings. Together, these resources are designed to promote a culture of reflection, accountability, and continuous improvement. The appendix contains supporting tools including a policy framework, example supervision agreement, record form, and audit template.
2. What is Supervision?
Supervision is more than a meeting. It is a confidential, regular, and supportive two-way process between a supervisor and supervisee. At its heart, supervision provides time and space to reflect on practice, address challenges, and celebrate successes. It encourages professional growth, strengthens wellbeing, and ensures staff feel valued and supported in their role.
It is important to distinguish supervision from appraisal. Supervision is an ongoing process involving frequent discussions about work and personal aspects to provide development and support, whereas appraisal is a formal assessment of performance over a defined period.
3. Key features of supervision include:
Being planned in advance at an agreed time and place.
Focusing on both professional responsibilities and personal wellbeing.
Remaining distinct from appraisal. While appraisal is a formal assessment of performance over a fixed period, supervision is ongoing and responsive, with frequent discussions that offer guidance, coaching, and development.
When delivered well, supervision becomes a constructive experience that enables staff to feel confident and capable, supporting them to deliver the best possible outcomes for children.
4. Statutory and Regulatory Context
Supervision is not optional – it is a statutory requirement. The Early Years Foundation Stage (EYFS) framework makes clear that providers must put in place suitable arrangements for the supervision of staff who have contact with children and families.
Regulations for Providers Working in Group Settings
EYFS Section 3.34–3.35 states that supervision must:
· Provide support, coaching, and training for practitioners.
· Promote the interests of children.
· Encourage mutual support, teamwork, and continuous improvement.
Offer staff the opportunity to:
· Discuss any concerns, particularly regarding children’s development, wellbeing, or safeguarding.
· Identify solutions to issues as they arise.
· Access coaching to improve personal effectiveness.
Regulations for Childminders
EYFS Section 3.40–3.41 requires childminders to ensure appropriate supervision arrangements for assistants. These arrangements should follow the same principles as above, offering reflective, supportive, and purposeful dialogue that places the child’s needs at the centre.
5. Ofsted Expectations
Ofsted inspectors will expect to see clear evidence that supervision:
· Takes place regularly.
· Has a meaningful impact on staff practice.
· Is understood by staff as a supportive process that contributes to their professional development.

6. Purpose and Benefits of Supervision
Supervision delivers benefits at every level of Early Years provision.
For staff, supervision helps clarify roles and responsibilities, builds confidence, and ensures wellbeing is prioritised. It offers constructive feedback, recognition of achievements, and opportunities for ongoing professional development.
For children, effective supervision underpins safeguarding, promotes high-quality teaching and care, and ensures staff are confident in meeting individual needs.
For settings, supervision strengthens the ethos and culture of the organisation. It supports good communication, fosters motivation, and improves staff retention. By balancing workloads and identifying training needs, supervision helps create a culture of continuous improvement and best practice.

7. The Supervision Process
Frequency and Format
All staff – including leaders and volunteers – should receive regular supervision. The frequency will vary depending on individual and organisational needs. For example, monthly sessions may be appropriate for new staff, or for those dealing with complex safeguarding matters, while others may have half-termly or termly meetings.
Preparing for Supervision
Effective supervision requires preparation. The agenda, time, and place should be agreed in advance. Both supervisor and supervisee should review notes from previous meetings, reflect on progress, and prepare discussion points to ensure time is used productively.
During the Meeting
The meeting itself should be person-centred, respectful, and focused. Active listening and open questioning are essential. Discussions should cover key areas, identify solutions, and result in clear, achievable actions.
After the Meeting
A written record of the meeting should be produced, with agreed actions documented and shared. The supervisee should check for accuracy, and records must be stored securely in line with data protection requirements.
Confidentiality
Confidentiality is a cornerstone of supervision. Staff must feel safe to speak openly, knowing that information will only be shared if necessary, particularly in safeguarding matters. Transparency about the limits of confidentiality helps build trust.
Handling Difficult Conversations
Supervision is also the place where sensitive issues can be addressed constructively. Supervisors should balance recognition of strengths with constructive challenge, focusing on solutions and professional growth while managing conflict or wellbeing concerns sensitively.
Links to Job Descriptions and Training Plans
The settings training plan and any strategic development plans should be linked to supervision sessions. Through discussions training may be selected to meet an identified need for development or agreed action decided to meet a strategic aim.
Supervision should be considered in line with the employees job description; with opportunities to discuss the job requirements in relation to performance, competency issues and suitability to undertake the role facilitated.

8. Key Areas for discussion 
Supervision should provide space to explore four broad areas:
1. Wellbeing and Emotional Support 
Discussing mental, physical, and emotional health, including the impact of personal circumstances and any required updates to DBS or health declarations.
2. Roles and Responsibilities (Children and Families) – 
Reflecting on children’s progress, safeguarding issues, daily organisation, and curriculum planning.
3. Professional Practice and Relationships 
Considering professional conduct, team dynamics, and relationships with parents and carers.
4. Professional Development 
Identifying training needs, career aspirations, and areas for improvement, linking these to job descriptions and person specifications.


9. Roles and Responsibilities in Supervision
Supervisors / Leadership roles
Supervisors are responsible for creating a supportive and reflective process. They must ensure supervision is structured, documented, and enables professional dialogue that encourages growth and accountability.
Managers
Managers oversee the quality and consistency of supervision across the setting. They are responsible for monitoring systems, carrying out audits, and modelling good practice by engaging in their own supervision.
Childminders
Childminders may face particular challenges when arranging supervision. Creative solutions include peer networks, mentoring, local authority support groups, or structured reflective forums, including online.
Leaders’ Supervision
Leaders and managers also need regular supervision to carry out their roles effectively. This might be through a committee chair, governor, owner, or peer-to-peer arrangement with other managers. Accessing supervision themselves ensures leaders are well supported to lead others.
10. Embedding Supervision in Practice
To embed supervision effectively, providers should:
· Ensure job descriptions and person specifications are accurate and regularly reviewed.
· Link supervision outcomes to training plans, safeguarding practices, and quality standards.
· Use standardised templates, agendas, and agreements to ensure consistency.
· Regularly review systems to assess impact and make improvements.
· Promote a culture where supervision is recognised as central to staff wellbeing and children’s safety.
11 Safeguarding Supervision: The DSL / Deputy DSL
· Safeguarding supervision is a vital process that ensures early years practitioners are supported to fulfil their safeguarding responsibilities effectively within the Early Years Foundation Stage (EYFS). It provides a structured opportunity for staff to reflect on their practice, discuss concerns about children’s welfare, and receive guidance on managing safeguarding issues confidently. It promotes professional curiosity, helps practitioners to recognise early signs of risk, and ensures that decisions are made in the best interests of the child.

· Regular, high-quality supervision also supports staff wellbeing, strengthens safeguarding culture across settings, and ensures accountability and consistency in safeguarding practice.

· Supervision for a designated safeguarding lead, or individual involved in a safeguarding should take place on a regular basis. E.g. monthly. It should be led by a suitably qualified and experienced member of staff or via an external process.

12 Summary
· Supervision can feel like quite daunting, especially if it is new to both parties. This guide and the resources within it have been produced to provide Early Years Providers with an outline of the process, a framework of guidance to follow and templates to use. For supervision to be effective it is important to ensure that it is valued, with clear systems and procedures in place, right from the start; and that these are understood and agreed by all staff. The systems and procedures in place for supervision should be reviewed regularly as a team to assess how well they are working, following this, appropriate changes to improve effectiveness can be made.
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Appendix 1: The Supervision Cycle







Appendix 2: The Supervision Process for Supervisor and Supervisee


Before the supervision session.
· The Supervisor and Supervisee agree the agenda, time, and location of the meeting.
· Both the Supervisor and the Supervisee should prepare for the supervision meeting by looking through the previous meeting notes and any actions.
· The Supervisee reflects upon previous supervision meetings and progress against the actions from these.




During the meeting
· Adopt a person centred approach and employ active listening skills.
· Use effective questioning to:
· Discuss any issues – particularly concerning children’s development or wellbeing, including Child Protection concerns.
· Discuss any concerns and issues as they arise and identify potential solutions and ways of bringing about change through coaching and mentoring.
· Explore and assess relevant information about the Supervisee, their current situation and Workload. Clarify what has been agreed, what will happen next, and agree timescales.
· Ensure any actions set are clear, understood, and achievable.

Conclude the meeting.
Ensure the Supervisee feels supported as a person and as a practitioner and are aware of where they can access further help and support and guidance if it is needed.










2 | Page

Appendix 3: Supervision Policy Guidance

In writing a policy for Supervision in the EYFS, the following areas should be included

Supervision Policy (EYFS)
1. Policy Statement
This policy sets out how [Setting Name] provides regular, effective supervision for all staff working with children in line with the Statutory Framework for the Early Years Foundation Stage (EYFS, 2024). Supervision is a key safeguarding measure, supporting staff to reflect on practice, ensure children’s wellbeing, and uphold the highest standards of care and education.

2. Purpose of Supervision: Supervision aims to:
· Ensure the safety and welfare of all children is the highest priority.
· Provide a safe space for staff to reflect on practice, raise concerns, and seek guidance.
· Support staff to develop professionally and maintain high-quality provision.
· Promote a culture of professional curiosity and accountability.
· Offer emotional support to staff, recognising the demands of safeguarding responsibilities.

3. Frequency
· Supervision will take place at least [insert frequency, e.g. every 6–8 weeks] for all staff working directly with children.
· Additional sessions may be arranged if safeguarding concerns arise or staff request extra support.
· Annual appraisals will complement, but not replace, regular supervision.

4. Format
Supervision will usually take the form of a one-to-one meeting between the staff member and their supervisor. Group supervision or peer reflection may be used to complement individual sessions but will not replace them.

5. Roles and Responsibilities
· Supervisor (e.g. manager, deputy, or designated lead):
· Ensures sessions are planned, recorded, and followed up.
· Provides constructive feedback and guidance.
· Ensures safeguarding concerns are escalated promptly.
· Supervisee (staff member):
· Prepares for sessions and brings relevant issues for discussion.
· Raises concerns about children, colleagues, or practice without delay.
· Engages openly in reflective dialogue.

6. Content of Supervision: Supervision discussions will include (but are not limited to):
· Safeguarding and child protection concerns.
· Children’s development, learning, and wellbeing.
· Practice issues and professional development needs.
· Workload, role clarity, and staff wellbeing.
· Any actions, decisions, or referrals required.

7. Recording and Confidentiality
· A written record of each supervision will be made using the setting’s agreed template.
· Both supervisor and supervisee will sign the record.
· Records will be stored securely and confidentiality maintained, except where safeguarding concerns require information to be shared.
8. Training
Supervisors will receive training to ensure they can deliver effective, reflective, and safeguarding-focused supervision.

9. Monitoring and Review
This policy will be reviewed annually, or sooner if statutory requirements change, to ensure it remains in line with the EYFS and best practice guidance
Appendix 4: Example Supervision Agreement
	Setting Name
	Setting Logo



	Supervision Agreement

	Name of staff member
	Job Title

	
	

	Period of agreement

	From:
	To:

	Introduction

	· Staff supervision and appraisals will be held in accordance with the setting’s supervision policy (please cross reference with additional relevant policies your setting has).

		Arrangements for meetings

	· Supervision meetings should be held at least ……….., taking into consideration individual need and role within the organisations.  Supervision frequency will be made in agreement with employee and supervisor.  
· Meetings will usually take place every: ………….  Each meeting will last for approximately: 1 Hour
· Meetings will normally be held in a private room. It is the supervisor’s responsibility to locate a suitable room.

	Recording meetings

	· The supervisor is responsible for recording supervision meetings.  The notes should reflect the nature of discussions at the meeting and contain all action points.
· A copy of the notes will be provided to the employee within 5 working days of the meeting.
· Notes and agendas of supervision meetings will be circulated via an electronic/paper copy and kept filed in each individual’s personal file.

	Confidentiality

	· The content of supervision meetings will be confidential to the two people concerned, except where either person needs to speak to the supervisor’s line manager (in which case the other person will be advised of this). It is agreed that certain information will be shared with others (e.g. training needs or matters which affect other people). The supervisor’s line manager needs to check supervision records for monitoring purposes.

· If either person is unclear about the boundaries of confidentiality on a particular issue, this will be discussed at the time the issue arises.

	Equalities

	· We recognise that discrimination against people, on grounds of race, gender, disability, age, sexual orientation, religion or belief and for other reasons, can exist in overt and covert, unintentional forms.  We agree that anti-discriminatory practice should be promoted through the supervision process, by addressing issues of diversity and equality positively, openly and with sensitivity.

	Content

	Supervision meetings may include discussion around a number of areas:  Notes and actions of previous meeting
· Children’s progress 
· Organisational/ legalisation updates 
· Health and wellbeing of staff member 
· Training needs 
· Positive achievements 
· Disclosures
· Any other business
	The employee will be responsible for advising the supervisor in advance of any items he/she wishes to discuss at the meeting, under any of these headings, for inclusion on the agenda.  The supervisor will prepare the agenda and send it to the employee at least one day ahead of each supervision meeting.



	Appraisals

	· Appraisal meetings will be held once a year. 
· The date of the appraisal will be …………………………………………
· The appraisal meeting will be conducted in accordance with the principles set out in the setting policy.

	Signed: 
	Date

	Signed: 
	Date:




Appendix 5: Example Supervision Agenda Template

	Setting Name
	Setting Logo



	Name of staff member
	Job Title

	
	

	Name of Supervisor
	Job Title

	
	



	Date of supervision session

	Agenda (Standard suggested items to include, you may not discuss all items at every session):

	1. Review Previous Actions
· If targets have not been achieved, discuss challenges and identify actions/support required to meet these

	2. Learning and Development
· Progress, of key children particularly any concerns of development or wellbeing  - you may wish to monitor examples of assessments / observations etc
· Support for and progress of children with SEND 
· Inclusive practice
· Always include a discussion on EYPP children, Funded 2 yr. olds and other vulnerable groups.

	3. Organisational/ Legalisation Updates 
· Share information and check understanding 
· Discussion about how to support staff member in implementation.

	4. Safeguarding
· Share updates - organisational, local, national
· Safeguarding Concerns or Questions
· Has the practitioner any concerns about safeguarding in relation to children, staff, parents/carers or visitors to the setting?
Any safeguarding concerns raised in supervision should be recorded on the settings safeguarding forms and held in the child’s file

	5. Health and Wellbeing 
· Work–life balance and stress management – explore workload, responsibilities, and whether the assistant feels overwhelmed or requires additional support.
· Emotional wellbeing and resilience – provide space to talk about how they are coping emotionally, including any challenges impacting their role.
· Access to support and resources – identify whether further support, training, or external services might help maintain positive wellbeing

	6. Professional Practice and Conduct
· Achievements since last supervision (courses, qualifications, specific work completed with child or family)
· Impact of training CPD / formal and informal continuous professional development needs, reading, visits
· Would the practitioner benefit from: Coaching, mentoring, role modelling or shadowing. Visits to other settings
· Future training needs
· Feedback from children and parents etc. 
· Conduct: Record any issues in relation to:
· Roles and responsibilities., Punctuality, Time management of workload, Conduct, Dress code
· Relationships – staff, parents, other professionals

	7. Disclosures: 
· 3.17: Providers must tell staff that they are expected to disclose any convictions, cautions, court orders, reprimands and warnings20 that may affect their suitability to work with children (whether received before or during their employment at the setting). Providers must not allow anyone whose suitability has not been checked, including through a criminal records check21, to have unsupervised contact with children being cared for. 

	8. Additional Items 
· Include any additional areas relevant to your Early Years and Childcare setting
· Annual leave request/number of days remaining?
· Support requested by employee
· Include any items the member of staff would like to discuss



Appendix 6: Example Supervision Meeting Notes

	Insert the settings privacy notice:



	Setting Name
	Setting Logo

	
Supervision Meeting Notes



	Name of staff member
	Job Title

	
	

	Name of Supervisor
	Job Title

	
	



	Date of supervision session

	Agenda Item
	Notes / Discussion Points
	Agreed Actions and person responsible

	

	1. Review of Previous Actions
	
	

	2. Health and Wellbeing
	
	

	3. Learning and Development
	
	

	4. Organisational/ Legalisation Updates
	
	

	5. Safeguarding
	
	

	6. Professional Practice and Conduct
	
	

	7. Disclosures
	
	

	8. Additional Items
	
	

	
	
	

	A). Have you ever been disqualified from working with children or vulnerable people by an organisation other than the Disclosure and Barring Service?  For example: Ofsted.
	· Yes
· No
If yes which organisation, when & why?


	B). I state that I have not received any cautions, convictions, court orders, reprimands, warnings nor do I have any pending, which may affect my suitability to work with children.  

I have been made aware that I must fully disclose any information in relation to question a) and b) at this time.

Employee: Print name:                                      Employee signature:                                                                       

Date:



	Supervision completed

	Signed: Supervisor
	Signed: Supervisee

	
Date of the next meeting




Appendix 7: Example Safeguarding Supervision Meeting Notes

	Safeguarding Supervision Record


	Staff member
	
	Supervisor
	

	Date
	

	Agenda to usually include:

	1. Review Previous Actions- check progress


	2. Case Discussion 
a. Use Coventry effective-support-for-children-and-families.pdf 
b. During conversations consider children’s development - Health, Wellbeing, Learning. Lived experience of the child, specific vulnerabilities, parents and carers, family and environment factors


	3. The voice of the child


	4. Views of other professionals


	5. Next steps


	6. Identify any future training, development needs


	7. Wellbeing Support




	Discussion
Dated
	Actions needed by supervisor or supervisee
	Date
completed 

	

	

	



	Future Agenda items

	





	Signed Supervisee 
	Signed Supervisor

	
	

	Date
	Date

	
	

	Date of Next Meeting                        
	





Appendix 8: Supervision: Guidance for childminders with assistants
The importance of supervision

Within early years provision, supervision is essential for maintaining high standards of practice and ensuring the welfare of both children and staff. For childminders who employ assistants, supervision is not only good practice but a statutory requirement under the Early Years Foundation Stage (EYFS) 2025.

EYFS Section 3.40–3.41 requires childminders to ensure appropriate supervision arrangements for assistants. These arrangements should follow the same principles as above, offering reflective, supportive, and purposeful dialogue that places the child’s needs at the centre

What supervision means
Supervision is distinct from appraisals or annual reviews. It is a regular, ongoing process of professional discussion between the childminder and their assistant(s). Its purpose is to:
· Provide structured support and training.
· Explore challenges and identify solutions.
· Ensure children’s safety, wellbeing, and development remain the priority.
· Strengthen practice and maintain high standards.

Why supervision is important

Regular supervision has clear benefits for children, assistants, and the overall quality of provision. 
It helps to:

· Improve practice: sharing experiences and strategies builds knowledge and confidence.
· Strengthen safeguarding: ensures risks are identified early and acted upon appropriately.
· Support professional development: enables assistants to reflect on their work and set goals.
· Promote wellbeing: offers a safe space for assistants to raise personal or work-related concerns.

The main functions of supervision
Effective supervision should provide:
· Support – emotional and professional reassurance.
· Performance development – identifying strengths and areas for growth.
· Confidentiality – creating a safe environment for open discussion of sensitive issues.
· Safeguarding focus – time to talk about child protection concerns or worries about practice.
· Wellbeing check-ins – ensuring assistants feel supported in their role.
· Discussion of changes – including any personal circumstances that might affect suitability to work.

Key elements of effective supervision
To be meaningful, supervision should include:
· Regular meetings – planned in advance, but flexible enough to increase frequency if needed.
· Discussion of child development and wellbeing – monitoring progress and addressing concerns.
· Problem-solving – tackling issues as they arise.
· Coaching and training – offering guidance to improve skills and practice.
· Recording outcomes – keeping confidential notes and agreed actions for accountability.

Building a supportive culture
Childminders should create an environment where assistants feel valued and able to speak openly. This means:
· Encouraging trust, teamwork and mutual support.
· Upholding confidentiality within supervision.
· Promoting continuous professional learning and best practice.

What Ofsted expects
Ofsted requires childminders who employ assistants to have clear and consistent supervision arrangements. Inspectors will expect to see:
· That arrangements meet EYFS statutory requirements.
· Evidence that supervision contributes to safeguarding and staff wellbeing.
· Records of meetings, including actions and follow-up.

Models of supervision
There are different approaches to supervision, such as:
· Reflective supervision – encouraging critical reflection on practice.
· Group supervision – meeting with more than one assistant at a time.
· Developmental supervision – focusing on skills growth and professional development.
Childminders should select the model (or combination) that best fits their setting and assistants’ needs.

Putting supervision into practice
To meet the EYFS requirement (Section 3.32), childminders must:
· Establish clear agreements with assistants about how supervision will work.
· Schedule and record regular meetings.
· Keep records secure and confidential.
· Review supervision arrangements regularly.
· Identify training needs and plan professional development opportunities.

Frequency of supervision
· Supervision should be scheduled regularly as part of ongoing practice.
· The frequency may increase if an assistant is new, experiencing personal changes, or if concerns about practice or safeguarding arise.
· Assistants should feel able to request additional supervision if needed.
· In some cases, unplanned supervision may be required (e.g. in response to a safeguarding or child development concern).

Final note
Effective supervision strengthens early years practice, safeguards children, and supports assistants in their roles. By embedding supervision into daily practice, childminders not only meet statutory EYFS requirements but also create a supportive, reflective culture that benefits everyone in the setting—most importantly, the children



	Childminder Supervision Record – working with Assistants


	Name of Childminder leading supervision meeting:
	Name of Assistant:
	Date:
	Date of last supervision:

	
	
	
	

	Key points for discussion
	Childminder/Practitioner feedback.
	Target/action set at this meeting
	Who and by when

	Health and Wellbeing
Work–life balance and stress management – explore workload, responsibilities, and whether the assistant requires additional support.
Emotional wellbeing and resilience – provide space to talk about how they are coping emotionally, including any challenges impacting their role.
Access to support and resources – identify whether further support, training, or external services might help maintain positive wellbeing
	
	
	

	Progress on targets set at last meeting.
If targets have not been achieved, discuss challenges and identify actions/support required to meet these.
	
	
	

	Learning and Development
Discuss children’s progress and well-being, so that can be recorded and next steps for children agreed.
	
	
	

	Safeguarding
Discuss any concerns about safeguarding in relation to children, staff, parents/carers or visitors to the setting?
If so, what action has been taken to date?
Are there any aspects of the Childminders safeguarding policy / practice that the Assistant is unclear about? 
	
	
	

	Professional conduct. Record any issues in relation to:
· Roles and responsibilities.
· Punctuality, Time management of workload
· Conduct, Dress code
· Relationships – staff, parents, other professionals
	
	
	

	Any other areas for discussion: 
· Achievements since last supervision (courses, qualifications, specific work completed with child or family)
· Annual leave 
· Support requested by employee
	
	
	

	A) Do you live in in the same household as another person who is or may be disqualified from working with children or vulnerable people or do you live in a household where a disqualified person is employed?
	Yes / No
	

	B) Have you ever been disqualified from working with children or vulnerable people by an organisation other than the Disclosure and Barring Service?  E.g.  Ofsted.
	Yes / No

	If yes which organisation, when & why?

	C) I state that I have not received any cautions, convictions, court orders, reprimands, warnings nor do I have any pending, which may affect my suitability to work with children.  

	I have been made aware that I must fully disclose any information in relation to question a), b) and c) at this time.

	Date of the next meeting: 

	Employee Print name:     
                                                           Employee signature:         
Date:
	Manager’s signature:                                                                                                                                                                              

Date:                          




Appendix 9: EYFS Supervision Audit Tool
· Complete the audit annually
· Use the RAG rating (Red = not in place, Amber = partly in place, Green = fully in place).
· Record any actions needed and review progress at the next audit.
	Audit Area
	Key Questions
	Evidence to Look For
	RAG Rating (Red/Amber/Green)
	Actions Required

	Statutory Compliance
	Are supervision arrangements in place for all assistants in line with EYFS 2025 ?
	Supervision policy, supervision records, schedule of meetings
	
	

	Frequency
	Are supervision meetings held regularly and increased when needed (e.g. safeguarding, new starters, wellbeing concerns)?
	Calendar of meetings, minutes of extra sessions
	
	

	Safeguarding Focus
	Do supervision sessions allow staff to discuss safeguarding concerns openly and confidentially?
	Records showing safeguarding discussions (kept confidential), staff feedback
	
	

	Child Development & Wellbeing
	Is children’s learning, development and wellbeing a standing item in supervision discussions?
	Notes from meetings, action points linked to children’s needs
	
	

	Staff Support & Wellbeing
	Do assistants feel supported and have space to discuss their wellbeing and personal circumstances affecting work?
	Staff feedback, wellbeing check records
	
	

	Professional Development
	Does supervision identify training needs and support ongoing development?
	Training records, CPD plans, follow-up actions
	
	

	Coaching & Performance
	Are assistants receiving constructive feedback and coaching to improve practice?
	Records of coaching conversations, performance improvement notes
	
	

	Recording & Confidentiality
	Are supervision notes recorded securely, with agreed actions, and kept confidential?
	Secure storage of records, signed meeting notes
	
	

	Culture of Supervision
	Does the setting promote openness, trust, and continuous improvement through supervision?
	Staff feedback, evidence of reflective discussions
	
	

	Leadership Oversight
	Do leaders review the quality and effectiveness of supervision regularly?
	Audit records, review meetings, evaluation reports
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