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1
Supervision for the social service workforce supports the worker while 
enhancing the organisation’s work and providing quality assurance for 
the targeted service users. The Global Social Service Workforce Alliance 
(GSSWA) states: “supervision in the social services is a supportive 
relationship. It is carried out in regular meetings, which focus on 
accountability, well-being, and skill development. Through regular contacts, 
the supervisor provides coaching and encourages the supervisee to reflect 
on their practice critically. The ultimate aim of supervision is to improve the 
service to clients.”1

1.1 The Importance of Supervision in Child Protection Work

There is a robust global agreement that access to supervision is a critical 
element of a strong workforce.2 This is especially applicable to child 
protection workers in Malawi for several reasons:

1. The child protection workers (CPWs), serving at the community level, 
constitute the core of the child protection workforce, and investing in 
good supervision is vital to carrying out the mission of child protection.

2. CPWs are well versed in the situation of the community but not 
formally trained in social work. Although they receive on-job training, 
their limited knowledge and skills require close supervision as they 
serve some of the most vulnerable children and families.

3. Child protection is both rewarding and challenging.

1 Global Social Service Workforce Alliance (2020). Guidance Manual on Strengthening Supervision for the 
Social Service Workforce (2020), p. 6. 

2 Akesson, B. & Canavera, M. (2017). Expert understanding of supervision as a means to strengthen the 
social service workforce: Results from a global Delphi study. European Journal of Social Work 21 (3), 333-
347. 

Introduction
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On the one hand, the worker has the opportunity to make a valuable 
difference when a child can be protected from or assisted after experiencing 
abuse, neglect, exploitation or violence. On the other hand, the work is 
emotionally intense, often reaching crisis proportions; and when resources 
are scarce, the result is even more challenging. 

Frontline child protection workers in Malawi serve under challenging 
circumstances, with skyrocketing caseloads, long distances to cover 
without adequate transportation, little or no pay, and without a clear 
description of their roles.3 The frontline child protection worker is often met 
with issues and cases on which they need consultation, expert guidance, 
or simply some emotional support. Without access to these forms of 
support, the worker can become overwhelmed, discouraged, and alone. 
This can lead to stress, poor quality of work, and ultimately leaving the 
post. When that happens, everyone in the system loses a vital asset, 
including the community, district office, and the vulnerable children and 
families themselves.

Supportive Supervision is not the fix-all solution to the challenges that a 
child protection worker will meet. Still, it is perhaps the single most crucial 
element in increasing the quality of work, decreasing the workforce’s 
attrition, boosting the worker’s professional career prospects, and an 
overall sense of resilience and satisfaction related to the job. 

1.2 What is Coaching and Mentoring? 

Coaching and Mentoring are the supportive aspects of the supervisor-
supervisee relationship. Coaching typically refers to the educational 
function of supervision through sharing or providing new knowledge and 
skills. In contrast, Mentoring refers to the supervisor’s role as a caring 
and experienced advisor, role model, and guide. Coaching is generally 
considered a short term educational process and is included in mentoring, 
while mentoring denotes an ongoing, longer-term relationship that promotes 
the supervisee’s development and wellbeing.4 Together, coaching and 
mentoring are sometimes referred to as Supportive Supervision, although 
this term is sometimes used to refer to all supervision functions.5

3 Government of Malawi and UNICEF (2020). Task analysis of child protection workers report. 
4 See Ross-Sheriff, F., & Orme, J. (2017). Mentoring and Coaching. In Encyclopedia of Social Work.
5 See, e.g. Republic of Uganda, Ministry of Gender Labour and Social Development (2009). Support 

supervision guide for orphans and other vulnerable children (OVC) service delivery. 
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1.3 Who is this Guide for? 

This Guide has been developed primarily for those who supervise 
community-level CPWs and caseworkers in Malawi. Those who provide the 
supervision will typically be District Social Welfare Officers (DSWOs) and 
Assistant Social Welfare Officers (ASWOs). In some cases, lead CPWs may 
also serve as first-line supervisors for community child protection cadres. 
The Guide is also for the supervisees—the frontline workers who are the 
intended beneficiaries of supervision.  

1.4 Purposes and Organisation of this Supervision Guide

The purposes of this Guide are to:
  

a. Provide an overview of the functions and processes of supervision 
with a primary focus on coaching and mentoring (Supportive 
Supervision);  

b. Layout the structural foundation for Supportive Supervision 
practice; 

c. List the competencies for supervisors; 

d. Discuss the roles and responsibilities of supervisors and 
supervisees;

e. Provide the essential tools for supervision; 

f. Discuss the supervision process; and 

g. Discuss and suggest possible solutions for some of the most 
common problems in supervision. 



2Overview of 
Supportive 
Supervision 
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This Guide is primarily focused on the developmental and supportive 
functions of supervision shown in Figure 1. They have been identified as 
the priority needs for the social service workforce in Malawi.6 Together 
these functions of supervision are referred to as Supportive Supervision 
or coaching and mentoring. 

2.1 Four Functions of Supervision

Before delving into coaching and mentoring functions of supervision, a brief 
review of all supervision functions provides a necessary larger context. As 
shown in Figure 1 and explained in detail in Table 1, supervision has four 
primary functions, each with its corresponding tasks. Although Supportive 
Supervision is the focus of this Guide, the administrative and advocacy 
functions should also be kept in mind in Malawi’s current environment for 
CPWs. This is due to the high caseloads, lack of or meagre pay, lack of 
professional developmental pathways, the lack of clear division of labour 
between the various cadres and the need for accountability, all of which 
should be covered in the administrative function. Similarly, the supervisor’s 
mediation role is a critical element in linking the community child protection 
cadres and the statutory system. There is a need for advocacy and mediation 
for the training, support, and retention of the CPWs.
 

6 Personal communication with Enock Bonongwe, Deputy Director of Social Welfare, MoGCDSW, Nov. 
2020.



7 GUIDE FOR SUPPORTIVE SUPERVISION OF CHILD PROTECTION WORKERS

MALAWI   |   MINISTRY OF GENDER, COMMUNITY DEVELOPMENT AND SOCIAL WELFARE

Figure 1: The four main functions of supervision7 

7 Kolb, D.A. (1984). Experiential learning. Upper Saddle River, NJ: Prentice-Hall; Wonnacott, J. (2013). 
Supervision: A luxury or critical to good practice in times of austerity? Proceedings of Bournemouth 
University National Centre for Post Qualifying Social Work Conference (June, 2013).

Supervision

Supportive

Educational or 
Developmental

Administrative 
or Managerial

Mediation or 
Advocacy
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Table 1: The four functions of supervision and attendant tasks8

Supervision
Function

Supervision Tasks

Educational or 
Developmental 
Function

“COACHING”

• Helping supervisees identify gaps in knowledge and 
skills, especially as needed in case management 
and community work, and being a resource in filling 
those gaps.

• Teaching and sharing knowledge and skills, including 
didactic explanations, demonstrations, role-plays, and 
observations. 

• Helping supervisees improve their practice, 
knowledge, and skills through regular and 
constructive feedback. 

• Exploring supervisee’s preferred learning styles and 
barriers to professional development to reflect on 
their learning opportunities. 

• Helping supervisees gain access to additional 
training according to the individualised professional 
development plan and ensuring that they know how 
to apply the learning in practice.

Supportive 
Function

“MENTORING”

• Building a relationship of empathetic caring, mutual 
trust and respect for privacy.9

• Using a strengths-based approach to value 
supervisees as a colleague.

• Showing a consistent and genuine interest and 
valuing the supervisee’s wellbeing.

• Fostering an environment of support in which 
workers can speak openly about the challenges and 
difficulties they face in their work. 

• Validating their concerns and affirming their efforts. 
• Exploring together supervisee’s concerns and 

difficulties, and to partner in addressing those 
challenges. 

• Helping supervisees with self-reflection and self-care 
related to work.

8 Adapted from Global Social Service Workforce Alliance (2020). Guidance manual on strengthening 
supervision for the social service workforce. 

9 However, there should be clear limits to confidentiality in supervision, in listing the exceptions to 
confidentiality. This should be part of the structural foundation, and the confidentiality provision should be 
clearly understood by supervisors and supervisees. 
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Supervision
Function

Supervision Tasks

Administrative or 
Managerial 
Function

• Helping supervisees understand their roles and 
responsibilities to their service users and the 
organisation they work for, and the standard of care 
required (Code of Conduct).

• Ensuring the resources and materials to do their 
job effectively (space, equipment, transport and 
communication support, etc.).

• Addressing accountability issues such as work 
output, documentation data requirements, and any 
quality assurance issues (major mistakes, violations, 
criminal liability). 

• Reviewing workload in detail according to agency 
policies and procedures, giving feedback on 
performance and helping workers reflect on their 
strengths and weaknesses.

• Reviewing compensation package, on-job and 
continuing development requirements, accessing 
benefits, etc. 

Mediation or 
Advocacy Function

• Serving as a bridge between the supervisee, other 
staff members, and the larger organisation and 
conveying information upwards to the organisation. 

• Advocating for more significant organisational 
change to improve the agency’s culture, policies, and 
procedures to promote workers’ professional growth. 

• Assuring that staff needs are represented to higher 
management and that staff are involved in decision-
making, appropriately assisted and supported 
through sensitive and clear complaints procedures.

• Supporting social service workforce well-being and 
ensuring that the organisation has the proper support 
to address any issues.
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Supervision should NOT be used as:

A routine disciplinary process where the goal is to look for and reprimand 
the supervisee for even honest mistakes. In Supportive Supervision, errors 
that do not rise to the level of ethical or legal violations are not ‘brushed 
under the rug’ but should be addressed in a caring and constructive manner. 
The supervisee should feel safe to reflect and assisted in setting achievable 
goals to improve their performance.

A counselling session for the supervisee’s problems outside of their 
work. While empathetic listening to their concerns is a part of Supportive 
Supervision and may require an accommodation to support them through 
it, such as mental health days, lighter caseload, etc. Serious mental health 
or personal adjustment issues should be referred to professionals outside 
of the supervision relationship. 

Substitute for legal processes. Sometimes supervision reveals a minor 
violation of ethics, in which case a course of correction should be set 
immediately with the supervisor’s assistance. If that violation triggers a 
reporting requirement, proper protocols should be followed to report the 
violation to the relevant authority - perhaps the social work association or 
council. If the offence reaches criminal levels (e.g. sexual contact with a 
service user), it should be immediately referred to law enforcement, and 
the supervisee notified. Organisational guidelines on violations at that level 
should be in place and followed. 

Supportive Supervision must focus on support, privacy and empathetic 
caring, but accountability and quality assurance mechanisms 
cannot be set aside. The supervisor is placed in a position of trust 
where she or he has a responsibility of care to the supervisee and 
the organisation and ultimately to the service users. Balancing these 
competing priorities can present challenges, requiring training and 
good judgment. The safety and welfare of vulnerable children and 
families must always take precedence over the privacy needs of the 
worker.
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2.2 Basic Principles of Supportive Supervision

The priority in supervision has recently shifted from meeting organisational 
objectives to primarily serving the individual worker’s wellbeing and 
development hence, the popular shift to Supportive Supervision. This 
is in recognition that by promoting the individual worker’s best interest, 
the organisational and service users’ interests will also be served more 
efficiently and effectively. With this in mind, and considering the context 
of Malawi, the basic principles of Supportive Supervision for CPWs should 
include: 

• Mutual trust and respect.
• Communication with sensitivity and empathy.
• Investment in the development and wellbeing of the supervisee.
• Adherence to confidentiality and identified limits. 
• Defined professional boundaries.
• Agreed upon expectations, procedures, roles and responsibilities 

for supervision.
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2.3 Essential Structural Foundation for Supervision

As shown in Figure 2, supervision is built upon a multi-layer of structural 
elements. Starting with the mandate supported by a national policy, clear 
sets of roles and responsibilities of the social service cadre, a supervision 
manual to be followed at the agency level, and the enabling elements of 
supervision training, allotted time, space and resources for supervisors and 
supervisees.

Figure 2: Structural foundation for supervision 

Policies and procedures with legal authority 
creating a mandate and providing a framework.

Scope of work and minimum 
competencies for cadres; Line of 

authority for supervision.

Detailed supervision 
manual for application at 

agency level, including 
SOPs, tools, etc. 

Training, space, time and 
resources for supervision 
and supervisees.
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2.4 Supervision Formats

Supervision can be held in various formats, and each may be useful in 
Malawi’s current context.

 2.4.1 In person, one on one. This is the traditional form of supervision 
and is still considered the most optimal. The reason for favouring 
this form over other formats includes the undivided attention of 
both supervisor and supervisee, the session’s confidentiality, the 
chance to develop mutual trust and an open line of communication. 
The disadvantage of this format is that if the supervisor does not 
have the expertise or skills needed for adequate supervision, this 
arrangement’s helpfulness is compromised. There are also rare 
cases where the supervisory relationship can cross professional 
boundaries through sexual harassment or romantic interests.  

 2.4.2 In person, in a group (with one supervisor). This is a fairly 
standard format for supervision, especially where resources are 
scarce and the supervisor does not have time for one-on-one 
supervision. There are advantages to this format, as everyone in 
the group can benefit from the group discussions. A supervisee 
who is timid or afraid to ask questions may especially benefit 
from this format. The disadvantage is that there is little, if any, 
personal attention, and a meaningful mentoring relationship is 
difficult to develop. 

 2.4.3 In peer group (no supervisor). In developing contexts, this 
is also a fairly standard format for supervision. In this case, a 
more experienced member of the peer group organises a group 
discussion around common concerns and individual questions, 
or they may take turns. For example, they may share a concern 
about an issue in the community they serve or how to deal with 
some instances. Many find these help address less serious 
concerns. The peer leader can then relay the group’s unresolved 
concerns to the up-line supervisor, who may respond through the 
same channel. 

 2.4.4 Distance supervision via phone, electronics, SMS, etc. Distance 
supervision is growing in popularity due to its cost-effectiveness 
and ability to overcome restrictions placed on travel, such as 
during disasters, pandemics or other conditions prohibiting face 
to face supervision. Some methods, such as Zoom calls, allow 
for video and audio to maximise communication and come as 



14 GUIDE FOR SUPPORTIVE SUPERVISION OF CHILD PROTECTION WORKERS

MALAWI   |   MINISTRY OF GENDER, COMMUNITY DEVELOPMENT AND SOCIAL WELFARE

close to face-to-face supervision as possible. Phone calls are the 
following best option to hear the voice and inflexions as part of 
communication. SMS and other digital methods tend to be less 
than optimal, but they allow exchanges of information. 

 2.4.5 On-demand supervision. This form of supervision is very 
common, and in fact, may occur more than planned sessions. 
Due to the rapid pace of child protection cases, this type of ad 
hoc supervision, whether in person or on the phone, should be 
available. An agency may have on-call supervisors scheduled 
on a rotating basis to receive emergency calls from frontline 
workers when necessary. This type of supervision tends to be 
very focused and brief and should not replace regular supervision 
sessions. 

 2.4.6 Split supervision (two or more supervisors). One supervisor 
does not always carry out the functions of supervision. This is due 
to the variations in the capacity and expertise of the designated 
supervisor. When supervision functions are split between two or 
more supervisors, it is referred to as split supervision. This may 
be applicable in Malawi with the CPWs currently. 

 Split within the Agency. In some organisations, supervision 
functions are split between two supervisors: one for the 
administrative (or managerial) function, typically delivered by 
the up-line supervisor, and the other one who can provide 
the other functions. 

 Split with External supervision. In this format, a supervisor 
from outside the agency is accessed by the supervisee to 
receive technical support and guidance not available. This 
can be a one-time event or an ongoing pattern. For example, 
one supervisor who is an up-line manager in the agency 
may fulfil the administrative and advocacy functions, while 
another supervisor who has more technical expertise in 
social work may provide the educational and supportive 
roles. In some countries where the social service workforce 
is still emerging as a profession, external supervision for 
the technical function can be contracted with people in the 
private sector, similar to contracting for training.
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Research lacks how effective these split supervision models are, but 
they may be useful in some cases. In a recent study in Cambodia, most 
supervisors and supervisees (frontline child protection workers) favoured 
external supervision.10 The reason cited was the lack of technical expertise 
on the part of in-agency supervisors who did not have social service training 
and the fear of being evaluated negatively by non-supportive supervisors. 

2.5 Supervisor Competencies 

Although supervision training may be helpful with the logistical aspect 
of supervision, there is no ‘crash course’ or shortcut to learning to do 
supervision well. This is because an excellent supervisor learns and 
develops as a professional for many years, even decades, deepening their 
knowledge, skills, and experience. On top of that, good supervisors have 
arrived at a point in their careers and lives where they want to give back to 
less experienced colleagues, and this engenders generosity of time, heart, 
and effort. Overall, supervisors who coach and mentor CPWs need to have 
greater knowledge and skills than those they supervise and a willingness 
to help promote their wellbeing and career. They also need to train the 
supervisees in areas where they have knowledge or skills gaps. With the 
MoGCDSW adopting an updated seven-week training programme for 
CPWs, the supervisors will be held to the same set of knowledge and 
skills at a minimum, and the skills learned through separate supervision 
training. Table 2 indicates some, but not all, of the attitudes, knowledge/
experience, and skills that the child protection supervisor needs to possess 
and demonstrate. 

10 Roby, J. (2020). Supervision for staff of Family Care First | REACT partner organizations. Online at http://
socialserviceworkforce.org/resources/supervision-staff-family-care-firstreact-partner-organizations. 
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Table 2: Child protection supervisor competencies11

Attitudes and Behaviours Knowledge and Experience Skills

• Has a commitment to 
child protection and the 
child protection workforce, 
including CPWs and 
community volunteers.

• Embodies the values of 
the sector (see the Code 
of Conduct), including 
cultural competence, 
gender equality and non-
discrimination.

• Maintains good 
interpersonal relationships 
with supervisees.

• Is willing to invest time 
and effort in the wellbeing 
and long-term career of 
CPWs.

• Shows respect in 
communication, including 
prompt and focused 
response to CPWs.

• Encourages and 
motivates, listens, and 
provides an empathetic 
response. 

• Is appropriately supportive 
while not being 
emotionally intrusive with 
regard to supervisees’ 
private concerns. 

• Shows a commitment to 
continued professional 
development, for self and 
supervisees.

• Obtains and maintains 
qualifications as a DSWO 
or ASWO.

• Has completed the child 
protection training offered 
by the MoGCDSW, or 
has equivalent or greater 
knowledge of child 
protection.

• Has at least three years 
of experience in child 
protection.

• Has received supervision 
training. 

• Is familiar with the 
major international, 
regional, national, and 
district policies on child 
protection. 

• Is familiar with the Code 
of Conduct for Social 
Service Workers, and is 
able to recognise, raise 
and address current and 
potential ethical issues.

• Can provide advice on 
practitioner safety and 
security.  

• Can enable access to 
specialist supervision, 
support, advice or 
consultation as required. 

• Is able to identify training 
needs and opportunities 
for supervisees.  

• Is competent in the skill 
areas covered in the 
Reference Manual for 
CPWs. 

• Builds trust while holding 
supervisees accountable 
for performance of their 
roles and responsibilities. 

• Identifies and builds upon 
supervisees’ strengths 
and helps them analyse 
own capacity gaps. 

• Provides coaching and 
mentoring to strengthen 
gaps in skills, and serves 
as a role model in using 
those skills.

• Supports supervisees with 
job-related stresses and 
helps them with self-care 
plans as needed.

• Provides technical advice 
on difficult cases, and 
helps build capacity of the 
supervisee. 

• Promotes approaches to 
anti-discriminatory practice 
and upholds diversity 
practices.

• Facilitates the process 
whereby practitioners can 
learn from each other. 

• Models and applies 
techniques for mediation 
and negotiation. 

• Communicates effectively 
up and down the 
management ladder.  

• Clearly communicates 
agency policies and 
procedures.

11 Adapted from Global Social Service Workforce Alliance (2020). Guidance manual on strengthening 
supervision for the social service workforce, with adjustments for the Malawian context and specifically 
tailored for supervisors of child protection workers.
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As mentioned previously, coaching and mentoring are the equivalents of 
the educational and supportive roles of supervision. The term Supportive 
Supervision refers to both functions together.12 Supportive Supervision 
has been defined elsewhere as: “a process of guiding, helping, teaching, 
coaching, and mentoring employees or programme implementers at their 
place(s) of work to improve their work performance using joint problem-
solving methods with emphasis on a two-way communication between 
a supervisor/person with superior competence and the supervisee or 
programme implementer”.13

Definitions of coaching and mentoring overlap because mentoring includes 
coaching. But a coach typically provides technical content while a mentor 
is a trusted advisor.14 Coaching is the process of training a person for 
better performance, while Mentoring refers to the process of guiding and 
supporting a person for his/her career development.15

With those differences in mind, Coaching and Mentoring are now examined 
in more detail. 

12 This term is also used generically to refer to all forms of supervision, to emphasize the need to provide 
support to the supervisee throughout the entire supervision process.

13 Ministry of Gender, Labour and Social Development, Uganda (2009), Support supervision guide for 
orphans and other vulnerable children (OVC) service delivery, p. 3. 

14 Online dictionary. definition of mentor - Bing.
15 Keydifference.com. 

GUIDE FOR SUPPORTIVE SUPERVISION OF CHILD PROTECTION WORKERS
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3.1 Coaching

Coaching refers to the educational or developmental function of 
supervision. A basic assumption here is that the coach or the supervisor 
has greater knowledge and skills in dealing with the issues at hand than 
the supervisee. It also requires effective methods of identifying the gaps 
in the supervisee’s knowledge and skills and utilising various means of 
transmitting the knowledge. 

 3.1.1 The evidence: Coaching is a direct means of increasing the 
supervisee’s knowledge and skills. The supervisee benefits in 
many ways, including: 

• Opportunity to recognise one’s strengths and gaps in knowledge 
and skills.

• Chances to strengthen their knowledge and skillsets to improve 
direct practice.

• Be challenged in old ideas and concepts and get exposure to new 
ideas and ways of thinking outside their comfort zones.

• Opportunity to be updated on rapidly developing issues in practice, 
such as during the Covid-19 pandemic or natural disasters, can be 
quickly deployed next time.

• Increasing the ability to think faster ‘on their feet’ based on 
increased knowledge, skills, and sense of confidence.

• The growing ability to share information with others of similar 
positions.

• Increased chance of serving as peer leaders and being promoted 
on the career ladder.

 3.1.2 Traits of an effective coach. Being an effective coach results 
from the person’s innate qualities and training, and experience, 
combined with deliberate and consistent effort. These include:16

• Competent in knowledge and skills: A coach’s leading role in 
child protection supervision is to offer the child protection worker 
knowledge and skills. This means that the supervisor must have 
the requisite knowledge and skills to coach the supervisee. 
Coaching in that context includes explaining concepts, providing 
materials, demonstrating a model on the job, demonstrating 
a particular skill (such as emergency psychosocial support), or 

16 Adapted from Domanski, J. (n.d.). Top 10 traits of great coaching. Retrieved Dec. 3, 2020 from Top 10 
Traits Of Great Coaching | Coaching | Mentor | Coaching Mentoring | How To Be A Mentor | Mentor 
Program | International Institute of Directors and Managers | IIDM - IIDM Global. 
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engaging the supervisee in a role play with the supervisor and 
other methods as appropriate. At a minimum, the supervisor 
should have the knowledge and skills in the Reference Manual 
for the Child Protection Workforce. In addition, the supervisor 
should have at least three years of direct practice experience in 
child protection work. 

• Committed: The supervisor as a coach is willing to invest time and 
effort in the supervisee’s performance to benefit the supervisee 
and the organisation. 

• Organised: The supervisor understands that the more time 
and energy is invested in coaching, the better the supervisee’s 
performance. Therefore, they make supervision a priority of 
their work, and organise their schedules, review supervision 
notes from previous sessions, and ensure that they can access 
resources and manuals to assist the supervisee. 

• Consistent: The effective coach is consistent in meeting with the 
supervisee when the session has been scheduled, uses standard 
forms and tools, and is careful to document the session’s content, 
including action planning for the next meeting. 

• Objective: The supervisor as a coach is objective, not arbitrary 
or subjective when giving feedback. Such feedback is based 
on available standards (such as the Code of Conduct or the 
Reference Manual for Child Protection Workforce). The supervisee 
understands that the feedback is not personal but based on 
objective standards. 

• Balanced and fair: A great coach focuses on looking for a 
supervisee’s strengths and positive achievements. While they 
also focus on weaknesses and gaps, they do this in a manner 
that does not dilute the praise they give. They provide negative 
feedback when there is time for the supervisee to feel supported 
and not rushed to brainstorm ideas to improve. In the end, the 
supervisee feels supported and hopeful.

• Flexible: An effective coach can individualise their coaching; 
that is, they adjust their interaction with different supervisees’ 
personalities. Some need more sensitivity, while others require 
a straight-forward approach. Some learn best from role play, 
while others learn better by fulfilling assignments or making 
presentations. 
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• Patient and hopeful: A good coach knows that mistakes are 
expected even by the most conscientious supervisees. The 
supervisor has to know how to deal with those mistakes. Some 
will be grave violations of ethics, in which case, swift reporting 
and addressing the issue is the proper approach. On the other 
hand, most mistakes do not reach this level and can take more 
time to be corrected. The supervisor also understands that some 
people are more quickly able to change than others, remain 
patient, and hopefully encourage and advocate. 

• Clear: The supervisor is clear when communicating, not leaving 
room for confusion. This is especially true of the job-related 
expectations for the child protection workers. These expectations 
should rely on the Scope of Work for CPWs, not simply on the 
supervisor’s arbitrary ideas. 

• Realistic: The supervisor is realistic about what can be expected 
from CPWs based on their capacity, training, and work conditions. 
They also know when a CPW is burned out beyond repair and 
perhaps needs to rotate to another position in the community. 

 3.1.3 Coaching Roles. The major areas of coaching include teaching, 
motivating, and role modelling. 

• Teaching: The role of the supervisor as a teacher includes:

• Having the requisite knowledge and skills that are expected 
of the supervisees in their work with children and families

• Gauging the supervisee’s level of knowledge and skills on 
any given topic, in terms of both strengths and gaps

• Guiding the supervisee to identify areas of necessary 
information and skills

• Sharing knowledge and skills through teaching methods 
that fit the learning style of the supervisee (which means 
supervisor should be trained in adult learning styles), which 
may include:

• explaining concepts; 
• providing learning materials; 
• demonstrating a theory, concept, or practice model 

on the board; 
• demonstrate a particular skill (such as emergency 

psychosocial support); 
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• engaging the supervisee in a role play with the 
supervisor; and, 

• other methods as appropriate.

• Motivating: The supervisor is a coach and cheerleader at the 
same time. The supervisor is well aware of the supervisee’s strong 
skills sets and the gaps and believes in the supervisee’s capacity 
to improve. Motivating a supervisee is best done through:

• Ensuring that the supervisee is equipped with the necessary 
knowledge and skills for their responsibilities by reviewing 
academic qualifications, on-job training and seeking to 
provide continuing opportunities for development.

• Having clear and realistic expectations that the supervisee 
can achieve and be proud of while at the same time 
‘stretching’ them to do their very best.

• Balancing supervisee expectations with providing support 
and resources.

• Taking mistakes as learning opportunities with the 
supervisee.

• Expressing enthusiasm as the supervisee gains new 
knowledge and skills and demonstrating a belief in their 
continuing growth.

• Role Modelling: As a coach, the supervisor must ‘talk the talk’ 
and ‘walk the walk’. This oft-used expression is apt in describing 
the supervisor’s role modelling role in their role as coach. Imagine 
an athletic coach who demands the player to do better but is not 
good at explaining it and cannot demonstrate it. Similarly, a piano 
teacher must demonstrate certain techniques so that the student 
can learn from the modelling. It is the same with a supervisor. 

• They need to:

• Have enough practice experience to understand when 
certain knowledge and skills are needed in child protection 
work.

• Be able to explain and demonstrate knowledge and skills 
related to a topic. 



22 GUIDE FOR SUPPORTIVE SUPERVISION OF CHILD PROTECTION WORKERS

MALAWI   |   MINISTRY OF GENDER, COMMUNITY DEVELOPMENT AND SOCIAL WELFARE

• For example, what is the SNAP model in child 
protection case management, and how is it used? 
The supervisor needs to explain the model and help 
the supervisee apply it to a particular case with its 
own unique set of facts. 

• Another example may be how does one work 
with resistant service users? The supervisor must 
help explore the reasons behind the resistance, 
explain the motivational interviewing technique, and 
demonstrate it. 

• Instil confidence in the supervisee while they are modelling 
their knowledge and skills. The supervisee should go away 
feeling they can accomplish the new skill, rather than being 
awed by the supervisor’s greater expertise. 

• The supervisor should provide role models with a 
continuing interest in expanding their own set of 
knowledge and skills and acknowledging their limitations 
honestly. In supervision, it is acceptable to say, “I would 
like to help you with that. Let’s explore what we can learn 
and apply together. How should we go about expanding 
our skillset?” and express a willingness to learn and grow 
together with the supervisee.

 
3.2 Mentoring 

Mentoring refers to the supportive function of supervision. Although 
mentoring is a tool of supervision, mentoring can denote a larger process, 
where the mentor engages in a longer-term role of supporting and 
developing the mentee. 

 3.2.1 The evidence. A long line of research shows that the relationship 
aspect of supervision is the most powerful force in making 
supervision effective.17 It also shows that mentoring impacts 
career outcomes positively for the mentees, such as promotion 
and compensation and increased job satisfaction, job longevity, 
and career commitment.18 Further, it benefits the organisation 
through increased motivation, job performance, and better 
retention rates.19 

17 Roby, J.L. and Global Social Service Workforce Alliance (2016). The evidence base on the social service 
workforce: Current knowledge, gaps and future research direction. Evidence Base on the Social Service 
Workforce_0.pdf.

18 Allen, T.D., Eby, L.T., Poteet, M.L., and Lentz, E. (2004). Journal of Applied Psychology 89 (1), 127-136. 
19 Wilson, J.A., & Elman, N. (1990). Organizational benefits of mentoring. Academy of Management. 

Perspectives, 4 (4). https://doi.org/10.5465/ame.1990.4277215.
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 3.2.2 How is this facilitated? In mentoring, the mentor invests 
in the mentee’s career and serves as a resource and support. 
The mentor is eager to share his or her experiences for the 
supervisee’s benefit and promote the supervisee’s interest in 
the long run. The mentor looks for and finds many strengths in 
the mentee and treats the mentee as a respected, albeit less 
experienced, colleague. This creates a relationship built on safety 
and mutual respect. Having such a mentoring relationship builds 
a sense of confidence in the mentee. The supervisee can often 
find their strengths to overcome many of the challenges related 
to work. Mentoring creates an enabling environment where 
creative solutions can be found and implemented. 

 3.2.3 Mentoring Roles. Effective mentoring research have identified 
three overarching mentor functions: 1) career-related support, 2) 
psychosocial support, and 3) role modelling.20

What are the methods in promoting these functions? 

An Attitude of Commitment. First, it is a matter of commitment on the 
part of the mentor. The mentor takes special responsibility to invest in the 
supervisee’s wellbeing on the job and in his or her career in the long term. 
There is an element of altruism involved in this commitment. The mentor 
usually has no motives to gain anything for him-or-herself except to fulfil 
an innate desire to see the mentee grow and develop. When this level of 
commitment is present, the relationship brings benefits to both. Often, 
mentor-mentee relationships last after the mentee leaves the job as the 
mentee continues to view the mentor as a trusted advisor. And this well-
mentored person will then become a mentor to his/her mentees.

Career Related Support. The mentor provides career-related support to 
the mentee by:

• Recognising strengths in the mentee and seeing down the road 
to the valuable contribution to the organisation or cause.

• Sharing relevant experiences of success and failure with lessons 
learnt that might be helpful to the mentee.

• Explain the organisation’s culture, provide informal tips on some of 
the dynamics and unspoken rules, and thrive in that environment.

20 Scandura, T. A., & Viator, R. (1994). Mentoring in public accounting firms: An analysis of mentor-prote´ge´ 
relationships, mentoring functions, and prote´ge´ turnover intentions. Accounting, Organizations, and 
Society, 19, 717–734.
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• Reviewing the mentee’s reports or other work products before 
submission and giving constructive feedback.

• Taking the time to listen to the mentee, especially tuning into their 
job-related worries and anxieties (but not necessarily problem 
solving for them).

• Patiently facilitates mentees’ identification of their strengths and 
weaknesses related to their job and offers a sounding board for 
solutions in filling gaps.

• Discussing self-awareness and self-care for the mentee, helping 
them implement a plan to avoid or deal with burnout, secondary 
trauma, and compassion fatigue.

Psychosocial Support. The mentor also keys into the mentee’s personal 
need for support, particularly as the need spills over into the mentee’s work 
satisfaction and performance. The mentor’s role in this arena may include:

• Showing empathetic response when the mentee shares feelings 
about personal events or developments in their personal life (but 
not probing for them).

• Encouraging the mentee to seek support and guidance from their 
circle of friends and confidants.

• Sensing the mentee’s emotional wellbeing, focusing on how 
personal difficulties may be adding to job-related stress and 
performance.

• Guiding the mentee to identify strengths to cope with unique 
challenges, such as how they have dealt with personal difficulties 
before, what resources they have, and how they plan to tackle 
the current situation.

• For severe mental health difficulties, providing information on 
specialists and following up with the mentee.
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Role Modeling. By their experience and commitment to the work and 
personal capacity, the mentor will naturally become a role model to those 
around them. Some of the ways of role modelling take place include:

• Having a positive attitude and belief about the work they are 
engaged in. 

• Demonstrating a belief that people can change and sharing their 
enthusiasm for that process.

• Showing respect and patience with mentees and others who are 
less experienced or knowledgeable.

• Maintaining a consistent pattern of thoughtful opinions and 
judgments about people and situations.

• Being a resource for information without displaying an arrogant 
attitude. 

• Showing a willingness to study and solve problems, even if they 
seem impossible at the time.

• Modelling a healthy balance of work and personal life through 
self-care.

• Being inclusive and promoting and valuing diversity.



4Roles and 
Responsibilities 
of the Supervisee 

26

MALAWI   |   MINISTRY OF GENDER, COMMUNITY DEVELOPMENT AND SOCIAL WELFARE

Supervisees are the obvious beneficiaries of supervision, but they are not 
passive recipients of this benefit. They have responsibilities to ensure that 
supervision meets their needs and enhances the quality of service to their 
service users. These responsibilities cover values and attitudes about the 
work and supervision, knowledge and skills related to the job, and proactive 
steps to benefit from supervision. They include:
 
4.1 Values and Attitudes 

• The supervisee should enter into the work with understanding 
the work’s rewards and challenges and have genuine internal 
motivation to serve vulnerable children. 

• The supervisee should know that while the on-job training will be 
sufficient to guide them on the day-to-day work of the CPW, there 
will be situations and cases that are not anticipated. Further, the 
training only gets them started in child protection work, and more 
training and hands-on practice will be required throughout their 
career. 

• The supervisee should view the supervisor as a source of 
expertise and support and work openly and honestly rather than 
being afraid or defensive.

GUIDE FOR SUPPORTIVE SUPERVISION OF CHILD PROTECTION WORKERS
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• The supervisee should be self-reflective and self-aware about 
their biases, stereotypes, and lack of cultural competence with 
groups of people, whether based on gender, race, ethnicity, 
geographical region, education, or other user service factors. 
They should be willing to acknowledge these and work with the 
supervisor.

• Supervisees should know and embrace the principles and values 
in the Code of Conduct; if they disagree with any of them, discuss 
them openly with their supervisor.   

4.2 Knowledge and Skills 

• Supervisees should not engage in the work without having 
received the required training. Supervision should not be viewed 
as a shortcut to the training process, only a means of adding to it. 

• Supervisees should practice the skills that the supervisor is 
offering or those they learned in training in the supervisor’s 
presence. This may require them to overcome some reluctance, 
fear or defensiveness. 

• When they are faced with a situation where they feel lost, 
supervisees should identify the specific knowledge and skills they 
lack and try to learn as much as possible (such as reviewing their 
training materials) before talking to the supervisor. This enhances 
their self-reliance and makes the most of the supervision session. 

4.3 Taking Pro-active Steps

Supervisee should be engaged in active learning throughout their careers 
and view supervision as one of the many tools for enhancing their capacity. 
Specific to planning for the supervision session, supervisees can prepare 
by:

• Taking notes between supervision sessions on the questions, 
concerns and requests they have for the supervisor and new 
insights and learning to share.

• Compiling these into an agenda for the next supervision session.

• In the meantime, looking for information on topics by talking to 
peers, reviewing the training materials and other resources, and 
viewing reliable information on the internet. These include peer-
reviewed academic papers, government documents, and grey 
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literature published by globally reputable organisations such as 
the Global Social Service Workforce, Save the Children, UNICEF, 
Alliance on Children Protection in Humanitarian Action, Inter-
agency Standing Committee, and the World Health Organisation. 

• Engaging supervision in a way that denotes the supervisee taking 
responsibility for benefitting from the session. The supervisee 
may describe what is happening on a project or case and ask 
for information or demonstration of skill from the supervisor. 
The supervisee is directing how the session is used to benefit 
their practice, and the supervisor is responding to the proactive 
agenda being led by the supervisee. (This does not mean that the 
supervisor should never have an agenda item, but the supervisee 
will benefit most by being proactive). 

4.4 Implementation and Follow-up

A plan of action should be made during supervision, indicating tasks for both 
supervisor and supervisee as agreed. Both parties should comply with the 
plan, and follow up with any questions or difficulties they are experiencing, 
and try to remove any barriers that are in the way. As part of the following 
supervision meeting preparation, the supervisee and supervisor should 
prepare a summary report of what was done. This should be documented 
in the supervision notes. (see Supervision Process on page 29).
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The supervision process should follow a predictable and consistent pattern. 
This pattern makes it possible to hold it up as a priority item, so other 
activities can be scheduled around it rather than fitting supervision when 
convenient. It also helps both supervisors and supervisees plan for the 
supervision session and follow through with action items in a timely fashion. 
Each supervisor/supervisee pair should sign a Supervision Agreement (see 
Form A in the Annex). 

5.1 Frequency of Supervision

How often supervision should be held is dependent on the needs of the 
supervisees and the availability of time and resources. In Malawi, the 
CPWs are to receive face to face supervision at a minimum once a month. 
Compared to the recommended frequency of once a week, the sessions 
are too far apart. However, given the distances, time and expense of travel, 
this frequency may need to be the standard, at least for the time being.21 
Efforts should be made to facilitate supervision on alternating weeks if 
possible. In any case, other forms of supervision should also be utilised, 
such as peer supervision and distance supervision, to close the gap in 
supervision frequency. Support should be provided for communication 
devices and charges. 

21 Of course, due to Covid-19 stretching from 2020 and into 2021, face to face supervision is severely 
restricted. Most of this Guide written with the anticipation such restrictions will lift in the early to mid-
point of 2021.
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5.2 Preparing for Supervision

To maximize the benefit from the limited time allotted for supervision, both 
supervisor and the supervisee should plan the supervision session with 
care and deliberation. 

 5.2.1 Supervisee Preparation: The supervisee should fill out Part 1, 
Supervision Agenda Planning, of Form B: Supervision Planning 
and Session Record. As discussed earlier, the supervisee will list 
the questions and concerns they have on projects or cases. It 
will be important to prioritise those that are the most important 
to discuss in the supervision session, as time may run out. The 
supervisee may wish to bring case files or project records to 
present the facts accurately and review by the supervisor. Extra 
care should be taken to ensure that confidential information is 
not exposed to anyone else. If there is a chance, it is best to take 
some notes to the session rather than the files. The supervisee 
should also prepare to request resources or discuss job-related 
stresses and challenges. 

 5.2.2 Supervisor Preparation: The supervisor should go over the 
records from the previous supervision session. With so many he 
or she is supervising, it is important to remember each person 
and their supervision needs accurately. Remembering details 
about the person and the supervision discussions will help the 
supervisee feel that the supervision session is genuinely focused 
on them individually and feel the dignity and respect of being 
a valued staff member. The supervisor should also prepare any 
materials or information that she/he promised to bring to the 
session and be ready to explain and demonstrate any skills as 
needed. The supervisor should tailor the coaching and mentoring 
methods to the personality and learning style of the supervisee.  

5.3 The Supervision Session

 5.3.1 Being on time. It is crucial to be on time. Being on time indicates 
respect and professionalism. There are unforeseen challenges to 
being on time, but the best effort should be made to arrive on 
time. 
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 5.3.2 Where to meet. Due to travel costs, it makes sense for the 
supervisor to come to the communities where the CPWs work, 
but the reverse may be in some locations. It also makes sense to 
dedicate an entire day to the supervision of multiple CPWs to save 
time and cost. Visiting communities is an excellent opportunity 
to meet some struggling families to understand the cases and 
their contexts. On these family visits, supervisors need to show 
respect to the CPWs as the primary authority working with the 
families and their families. CPWs should explain to the families 
that confidentiality is protected when supervisors visit. 

 5.3.3 Confidentiality. All supervisory communication should occur in 
a private place to protect the cases’ privacy and the supervisee. 

 5.3.4 The Supervision Session. The session should follow an 
established structure. 

• As discussed, the supervisee creates a plan for the supervision 
session, using Part 1, Form B. This is brought to the supervision 
session. 

• Item by item, each one is explained by the supervisee as to why 
that item is on the agenda and which ones are the highest priority. 

• Then the discussion is held on each one, starting with the 
top priority item, with the supervisor providing coaching and 
mentoring as needed on each item, and documented.

• In Part 2, the supervisor writes in any topics that he or she needs 
to discuss with the supervisee, filling in with brief discussion 
notes. To do this at the session, the supervisor must review 
the notes from the previous session, make a list of items he/
she wishes to discuss, and bring those notes to the supervision 
session. 

• In Part 3, some action items are listed and plans made regarding 
what should be done and the person responsible for doing it. 
These items will be followed up on either at the next session 
or sooner if needed. The supervisee should take notes of the 
discussion and action items. If at all possible, a copy of this 
record should be given to the supervisee. . 

 5.3.5 Storing the Supervision Record. The completed Form B is 
stored in a secure office at the supervisor’s office for future 
reference, review, and audits. 
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 5.3.6 Dispute Resolution. The Supervision Agreement should provide 
the name of a person, typically in a position of authority over the 
supervisor, who will hear and determine a fair and constructive 
course of action that promotes the supervisee’s development 
while holding the supervisee and supervisor accountable as 
appropriate. The person should be agreed upon by both parties. 
(If the MoGCDSW establishes a more official procedure for 
employment disputes, that procedure should be followed.)
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There are many challenges in providing and receiving good supervision. 
Some of the most common ones and suggestions for improving those 
concerns are briefly discussed here. 

6.1 Time Availability 

Both supervisors and supervisees have other priorities that often seem 
more urgent. For this reason, it is essential to enter into a supervision 
agreement (See Form A) and identify the day and time in which it will be held. 
If it is not held as a priority, there are too many competing responsibilities 
and tasks that take precedence. 

6.2 Distance and Transportation Issues

In a country like Malawi, the distance and the terrain can be challenging. 
Often, the supervisor and supervisees do not have the means of transporting 
themselves. The MoGCDSW must make supervision a priority and provide 
some means of travel, whether shorter distances by bicycles or longer 
distances on buses or other means. 

GUIDE FOR SUPPORTIVE SUPERVISION OF CHILD PROTECTION WORKERS
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6.3 Access to Communication

Face-to-face supervision is ideal, but between such sessions, the supervisee 
should access the supervisor through electronic communication. Often, 
CPWs do not have personal computers or phones and lack the funds to 
supply their equipment. There should be a monthly communication stipend 
for all who engage in child protection work, even if they are not salaried 
personnel. Another possibility is for them to be paired up with a paid CPW 
who can accommodate the communication need for one who is not. 

6.4 Competency Issues

Since social service is an emerging field in Malawi, many supervisors 
are not formally trained in social work or another social service field. As 
in many other similarly situated countries, supervisors are managers in 
administrative positions rather than technical experts. In addition to training 
the supervisors in child protection training, external experts should consider 
coaching and mentoring portions of supervision. 

6.5 Maintenance of Professional Boundaries

While supervisors and supervisees should enjoy a warm and mutually 
respectful relationship, crossing professional boundaries can create 
supervision difficulties. The most situation is where they become personal 
friends outside of work. This may seem harmless, but if and when it 
becomes necessary to give constructive criticism or report violations of 
ethics to higher authorities, the personal friendship can become a barrier 
to the supervisor’s ability to be objective. Also, personal friendships can 
often evolve into romantic relationships, which blurs lines of professional 
boundaries. It is best to have agency or district-level standards that avoid 
pairing up close friends or romantic partners in supervisor/supervisee 
relationship.
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6.6 Interpersonal Issues

Several interpersonal issues prove challenging in supervision. 

• Power and Distrust: Often, especially when supervisors are in 
administrative positions and lack the coaching and mentoring 
skills, supervisees find it difficult to trust them. They can be afraid 
that sharing job-related worries or mistakes will lead to being fired 
or black-marked, decreasing their career development chances. 

• Gender Issues: In some cultures and settings, mixing the 
gender of the supervisor and supervisee can be uncomfortable 
for them. However, it should not be assumed that there should 
always be gender-matching. For one thing, it may not be realistic. 
If there are specific supervisees who are uncomfortable, efforts 
should be made to accommodate their needs. However, in some 
circumstances, it may be discussing and guiding and encouraging 
them to work together. 

• Age Issues: In many social service agencies, there is an influx 
of young people being hired in higher positions and assuming 
the supervisor’s role over older people but have less training. 
Depending on the culture, this also creates some discomfort and, 
in some cases, strong resentment on the part of the supervisees. 
If there is a formal standard for supervisors’ supervision and 
qualifications delineated, it can help neutralise the tension. 
In addition, the younger supervisor should be sensitive to the 
feelings of the older supervisee, and they should be able to reach 
a comfortable level of mutual understanding and respect openly.  

• Formal vs Informal Qualifications: Similarly, some people have 
been working as child protection worker or community worker 
for many years, or even decades. If they are matched up with 
younger, less experienced supervisors who have university 
degrees, this can also create discomfort and resentment. This 
should be dealt with by establishing clear criteria for positions 
and encouraging mutual respect among all colleagues. 
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6.7 Abuse of Authority

Unfortunately, some supervisors abuse their authority over supervisees. 
They can engage in verbal and emotional abuse by criticising unfairly and 
harshly or belittling the supervisors. Some engage in sexual harassment of 
the supervisee, subtly or explicitly demanding sexual favours in exchange 
for good reports or promotions. When challenged, they can retaliate by 
giving a poor evaluation, refusing to promote them, or even firing them. 
This practice should be prohibited in all employment contracts and dealt 
with by an impartial panel of experts with expertise in the area. 
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Form A: Supervision Agreement22 

District

Supervisor Title Location

Supervisee Title Location

The supervisor and supervisee agree and commit to: 

• Meet at least once every month for at least one hour for the purpose of supervision. 
In addition, supervision on demand will be available as needed for urgent cases and 
situations, using phones or electronic means.

• For the monthly session, meet on the following regular day and time: 

in the following location

(unless otherwise agreed). 

• Ensure supervision takes place in a confidential space, free from distraction. 
• Respect the confidentiality of information shared in supervision, except as required by 

law or to protect someone from immediate harm. 

Supervisor and Supervisee Responsibilities  

• Both agree to take part in an open and honest discussion of the supervisee’s work or 
cases. 

• Supervisee agrees to fill out Part 1 of Form B and bring it to the supervision session. 
• Supervisor also agrees to prepare agenda items to contribute to the session and coach 

and mentor the supervisee according to best practice standards and according to the 
MoGCDSW Guidelines on Supervision. 

• Both agree to discuss the agenda items and make an action plan.
• Both agree to follow through with their commitments under the action plan.
• This should be based on mutual respect, with a focus on the supervisee’s 

development. 
• Both agree to devote sufficient time to discuss cases with the highest needs, 

concerns or risk for children, young people, and caregivers. 
• Identify the supervisee’s professional learning and development needs and plan his/

her participation in ongoing training opportunities. 
• Ensure that each supervision meeting is recorded in writing, including key points 

discussed and decisions on any actions required. Such records will be stored safely 
and confidentially, kept up to date, and available for review and audit when needed. 

• Follow up to ensure any actions agreed are implemented as agreed and recorded.

Dispute Resolution 

If there is an unresolved dispute between the supervisor and supervisee, both parties will 
agree to meet together with the Senior District Social Welfare Officer to ensure that any 
difficulties are satisfactorily resolved. Both parties will ensure that the other is aware in 
advance that a dispute resolution meeting has been arranged. 

22  Adapted from the Global Social Services Workforce Alliance (2020). Guidance Manual to Strengthen 
Supervision for the Social Service Workforce. 

Supervisor Signed Date

Supervisee Signed Date



38 GUIDE FOR SUPPORTIVE SUPERVISION OF CHILD PROTECTION WORKERS

MALAWI   |   MINISTRY OF GENDER, COMMUNITY DEVELOPMENT AND SOCIAL WELFARE

Form B: Supervision Plan and Session Record

District

Supervisor Title Date

Supervisee Title Date

Part 1: Supervisee’s agenda for the supervision session  
(use space in the back of form if needed)

Case or Project Name
(supervisee fills out ahead)

Question or Concern
(supervisee fills out ahead)

Determination
(filled in at the supervision 
session)

Part 2: Supervisor’s agenda items (supervisor fills out at supervision session)

Topic of Discussion What was discussed, Decision (if any)

Part 3: Action Items (filled out at supervision session) 

Action Items Who will do What, by 
When Progress registered
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ANNEX A

Draft Scope of Work for Child Protection Workers

Child protection 
workers functional 
areas

              Function Core competencies

Advocacy and 
Communication

(Community 
Engagement or 
Mobilisation for 
Action) 

• Sensitising the communities 
about the child rights, roles and 
responsibilities of duty bearers 
and caregivers.

• Raising community awareness 
on the dangers of child abuse, 
neglect, violence, early 
marriages, defilement, child 
trafficking and others.

• Providing information about 
child protection services 
available in the community.

• Mobilising communities to 
establish service points for child 
participation and protection, 
e.g. Children’s Corner, CBCCs, 
CVSU and CP committees.

• Communication skills (listening, 
being persuasive).

• Ability to build rapport.

• Knowledge of appropriate laws 
and policies on child rights, e.g. 
CCJPA of 2010, Youth Policies, 
Deceased estate, and the Wills 
and Inheritance Act.

• Effective community entry 
approaches.

• Effective oral and public seeking 
skills.  

Working with 
vulnerable 
children and 
families

• Handling cases at the CVSU. 

• Reporting cases to the DSWO.

• Supporting families with 
essential information on child 
rights, child health, and child 
protection.

• Positive parenting education.

• Social work practice skills with 
children and families.

• Problem-solving skills.

• Knowledge of child rights.

• Ability to recognise abuse and 
assess child protection risks.

• Formal Report writing skills.

• Counselling skills.

• Case conferencing skills.
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Child protection 
workers functional 
areas

              Function Core competencies

Case 
Management 

• Identify cases of child abuse, 
neglect and VAC.

• Conducting referrals of victims 
to the police, One Stop Centres 
(hospital) or other service 
providers and making follow-
ups.

• Case management knowledge, 
skills and procedures.

• Knowledge of child protection 
laws, and gender laws.

• Effective child interviewing and 
communication skills.

• Ability to refer victims to other 
service providers.

• Ability to network and 
collaborate with stakeholders 
and child protection structures, 
e.g. CVSU, CBCCs, and 
Children’s Corners.

• Ability to conduct referrals and 
provide linkages.

Preventative 
services

• Advocating for child 
participation and child 
protection at the community 
level.

• Playing a watch dog and 
gatekeeping role for the 
protection of children.

• Social norms for the protection 
of children and women.

• Establishment of child 
protection service points.

• Advocacy skills.

• Networking skills.

Psychological 
First Aid and 
rudimentary 
counselling

• Providing psycho-social support 
by counselling victims of abuse.

• Mediation in matrimonial 
disputes.

• Counselling skills.

Participatory 
Rural Appraisal 
and Community 
Action Planning

• Community assessments for 
targeting of beneficiaries.

• Mobilising communities to 
identify issues affecting women 
and children.

• Development of community 
action plans.

• Communication skills.

• Skills in use of PRA tools.
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