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About coaching

Coaching is a structured learning relationship where the person being coached (the coachee) sets the agenda
and brings specific goals or challenges where they would like to grow, improve, or reflect upon as both a
social worker and leader.

Your qualified coach, through a range of systemic and reflective techniques, helps the coachee to increase
their self- awareness and reflectivity; assess their personal development needs and develop their leadership
skills. Coaching is a collaborative relationship where coach and coachee work together to consider options,
any barriers and make informed choices to achieve sustainable change.

Coaching is an important part of your development journey as a newly qualified social worker. Alongside
coaching you will be working with a supervisor and line manager to support you with your day-to-day work
and ASYE commitments. Coaching differs by offering you a confidential space to reflect and talk with an
independent person outside of Frontline to help you manage your transition into your ASYE year and to
develop as a leader in the field of social work.

Here are some examples of the types of issues you might work on with your coach:

Managing yourself and your resilience as you adapt to the
changes with Year 2

Handling a heavy caseload and studying at the same time

® o
’H’q. Navigating around the complexity of the system you operate
* in with your colleagues and senior managers

Challenges and goals that you want to focus on to help you
build confidence in your ability

@ Knowing and using your strengths in work with families and

other professionals

Building relationships with others and influencing colleagues
with a different approach

Q Handling difficult conversations or conflict situations

Maintaining your wellbeing

Leadership Capability Framework

The Leadership Capability Framework (see Appendix A.) is intended to outline the skills and attributes that
effective ASYE Leaders demonstrate that leads to improved outcomes for children and families. Drawing
from Seven Features of Practice and Seven Outcomes, PQS for Practice Supervisors & KSS for Practice



https://innovationcsc.dev.bbdtest.co.uk/wp-content/uploads/2018/03/3.-Seven-features-of-practice-and-seven-outcomes.pdf

Leaders and Frontline research and experience, this framework is intended to be used by leaders to
understand their leadership direction and journey through coaching.

We would recommend that you read the leadership capabilities framework before your first session and
reflect on which capabilities are your areas of strength and which you might want to focus your
development on. You can return to these throughout your sessions.

Coaching sessions

In September, you will be invited by your coach to join an optional 30-minute introductory session. The coach
will facilitate a group session for all participants who they will be coaching with the aim of:

— Building rapport before the start of the first session

— Helping you connect with your coach and coaching itself
— Prepare you for your first session

— Understand confidentiality and contracting

— Raise any gquestions or concerns you may have

There will be 6 x 1 hour one to one, confidential online sessions available for each participant between
October and August.

Coaching sessions should occur during the workday. If you are not able to attend a session, please let your
coach know as soon as possible. If a cancellation is made within less than 24 hours’ notice your session will
count as a ‘spent’ session and will not be reinstated.

The recommended coaching session windows over the year will be:

— Session 1: October-November
— Session 2: November - January
— Session 3: February

— Session 4: March- April

— Session 5: May -June

— Session 6: July — August

Responsibilities throughout the coaching process

Participant Coach

Prepare any development objectives Help you to identify, prioritise and plan how to meet your
development needs

Make the time for coaching Help you to work things out for yourself, establish what

help you want/need
Be honest and open in your conversations
Actively listen and help you explore ideas without
Give a minimum of 24 hours’ notice of imposing their own

cancellation/rescheduling




Confidentiality

It is important that the coaching relationship is built on trust and confidentiality. Your line manager should be
aware of the purpose of coaching if they attended the training provided by Frontline. However, the content of
all discussions will remain confidential between you and your coach (except in the unlikely event that the
coach is concerned that necessary steps are not being taken to ensure your own physical or emotional
wellbeing, or that of a client in your protections; in which case the coaching officer will be contacted in the
first instance).

Please note that your coach will ask you permission to record your third session together. These recordings
are for the coaches’ development, in the same way that social workers are observed. These recordings will
only be reviewed by our Lead Coach. We will share more information with you about this closer to the time
and there will be an opportunity to opt out.

Evaluation of the process

Your coach will seek ongoing feedback from you, and it is important for you to be honest which may include
explaining what isn’t working for you and being constructive in suggesting what could helpfully be different.
You will agree on how you want to evaluate the coaching with your coach.

To monitor the coaching experience for participants and the types of challenges being presented within
coaching, you will be required to complete evaluation forms after the second and last session and return
them to Frontline.

Coaches will also complete a form after the second and last session. This is a group form where they
comment on all their participants in one form to protect participants anonymity. These will only capture
general themes and enable the recording of any issues of concern. Please refer to Frontline’s Privacy
Statement to learn more about how we collect and process your data.

For any queries, please contact the coaching manager.


https://thefrontline.org.uk/programmes-and-fellowship-privacy-statement/
https://thefrontline.org.uk/programmes-and-fellowship-privacy-statement/

Appendix A: Leadership Capability Framework

The Leadership Capability Framework is intended to outline the skills and attributes that effective ASYE Leaders demonstrate that leads to
improved outcomes for children and families. Drawing from Seven Features of Practice and Seven Outcomes, PQS for Practice Supervisors &

KSS for Practice Leaders and Frontline research and experience, this framework is intended to be used by leaders to understand their
leadership direction and journey through coaching.

Expanding

Maintaining
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curiosity

Managing Providing
complexity clarity


https://innovationcsc.dev.bbdtest.co.uk/wp-content/uploads/2018/03/3.-Seven-features-of-practice-and-seven-outcomes.pdf

Curiosity of values & moral purpose

Maintain curiosity around your personal motivation, values and moral purpose to ensure actions and
decisions centre around the best interests of children and families.

Displays curiosity in relation to some of their values, personal motivations
and moral purpose and is able to articulate this to others and reflect on how
this impacts their practice.

Curiosity of self

Demonstrate self-reflexivity by rigorously and forensically assessing personal strengths, potential and
areas for growth, understanding how language and behaviour can impact on others.

Clear on own strengths and development areas, and able to describe
appropriate next steps in relation to these.

Aware of language and behaviour, reflecting regularly on how this influences
their work with children, families, and other professionals.

Curiosity of biases and prejudices

Pay attention to emotional triggers, biases, and prejudices, identifying ways to manage these
effectively; have an awareness of aspects of your own identity, how these impact on how you are seen
and interacted with to empower yourself and ensure a non-discriminatory approach.

Developing awareness of and regular reflection on own biases and
prejudices. Displays commitment to anti-oppressive practice.

Curiosity of workforce

Be visible and accessible to those you work with. Extend curiosity to your team; know the business,
have familiarity with them — their strengths and areas for development - as well as their work, seeking
and welcoming frank feedback on your relationships.

Developing confidence in giving constructive challenge and feedback to
colleagues and multi-agency partners.

Asks for and acts on feedback from peers, managers, and multi-agency
partners.

Curiosity of leadership and governance
Identify and maintain stable, focused leadership at all levels to foster effective, professional governance

Developing understanding of the features of stable leadership and reflects on
how to cultivate this within themselves when working with families and
colleagues.

Curiosity of partners

Engage with the local and national context, senior partners and multi-agency audits to review wider
practice and support the improvement of social care services promoting up to date knowledge and
practice

Recognises the benefits of sharing learning around practice with others and
seeks opportunities to do so.

Curiosity of the service

Remain outward facing, engaging with direct practice with children and families, encouraging open and
inquisitive curiosity of what is happening for individuals within their service, including systemic or
structural factors such as experiences of discrimination and the impact of poverty. Notice whose voices
are less heard from in the community and sector and question why this might be: seek to rebalance this
with a drive to inclusive feedback loops and fostering representation.

Able to access, interpret and apply research (including own research and
existing models) to own direct work. Seeks feedback to assess effectiveness
of adopted approaches.




Clarity of vision, expectations, and goals
Communicate a clear vision that keeps children at the heart of decision making; articulating high
expectations and ambitious goals, ensuring these are achieved by holding others accountable to
perform in line with expectations. Good practice is commended, shared, and modelled.

Demonstrates ability to set clear goals with families and make decisions that
keep children at the heart.
Ability to seek support from appropriate sources where required

Clarity of leading workforce

Inspire staff and unite them around the goal to work directly with families to improve their life
experience, holding high ambitions for children and their futures.

Developing understanding of challenges facing wider service and how these
inform their work with children, families, and other professionals.

Clarity of anti-oppressive practice

Establish a safe and inclusive environment. Inspire teams to take ownership of the responsibility for
dismantling racism and other forms of discrimination within the organisation and community and
promote the importance of taking clear action supported by the principles of anti-oppressive and
anti-discriminatory direct practice.

Understands why an anti-racist approach and AOP/ADP is central to social work
practice and the implications of not adhering to this.

Proactively reflects on own practice and seeks out opportunities to act in line
with the principles of anti-racist, anti-oppressive and anti-discriminatory practice.

Clarity of empowerment

Empowers practitioners to see themselves as active change agents, working with families with high
intensity and consistency, rooted in a strengths-based framework. In turn, practitioners will empower
families to take ownership of their own solutions and create sustainable change, whilst keeping
children safe and managing risk.

Understands their role as active change agent and able to utilise systemic,
strengths-based approaches to influence change with and for families.
Work alongside families to empower them to take ownership of their own
solutions where possible.

Clarity of family focus

Work across the professional network to formulate a shared understanding of family histories and
functioning informed by, and in collaboration with the family

Work closely with families and relevant professional networks to formulate
shared understanding of family functioning and behaviour. Use this information
to make evidence-informed decisions to promote positive outcomes.

Clarity of relationships and influence

Leverage power and professional authority responsibly to influence others at all levels and across
agencies. Build relationships and engender confidence by understanding others and using excellent
interpersonal skills to bring others round to your perspective. Balance this with an openness to the
priorities of others where this will have best impact on outcomes for children.

Able to build effective working relationships in which power can be leveraged
ethically to influence behaviour change.
Actively seeks to understand the views of families and other professionals.




Complexity of knowledge & skills

Demonstrate extensive knowledge and skill in the profession of child and family social work, leading
by example to promote and govern excellent practice.

Able to draw upon relevant research and social work theory to inform own
practice.

Complexity of operations

Recognise where developing routines to track progress, process and judicious use of resources can
enable staff to do skilled direct work. Capture rationale for decisions in a comprehensive and well-
expressed way. Be attentive to where unnecessary or excessive bureaucracy could hinder this.

Able to navigate relevant processes and resources to work effectively with
families and other agencies.

Complexity of decision making

Critically evaluate data and evidence to analyse complex scenarios and spot patterns between
potentially unrelated concepts, effectively managing risk to make informed decisions at pace.
Support teams to sit in safe uncertainty throughout casework.

Uses best available evidence to make informed decisions about work with
families, based on a developing understanding of risk, knowledge of families'
needs and awareness of the wider system.

Demonstrates ability to seek support and guidance from managers and other
colleagues where required.

Complexity of case discussion and supervision

Engage and support the workforce to manage complex cases and their responses to these by
undertaking effective group case discussion and individual supervision, enabling open and reflexive
discussion around diversity and inclusion as it relates to relationships and practice.

Actively utilises individual supervision and case discussions to think systemically
and reflexively about all aspects of their work.

Demonstrates awareness of own biases and ability to reflect on discrimination
and anti-oppressive practice and apply this to their work.

Complexity of quality assurance

Lead quality assurance activities to review the performance of the service and individuals, including
facilitating practice observations to enable feedback.

Actively seeks feedback opportunities and direct observations of their work to
develop and maintain high-quality practice with families.

Complexity of reflective practice

Champion and create the conditions for practitioners to take a whole family focus and utilise a
systemic practice approach to tackle the root causes of problems and create long term solutions
working alongside other professionals and families themselves.

Adopts a reflective, systemic, and whole-family approach to problem-solving,
using this and other mechanisms to review the experience of families on their
caseload and inform decision making.

Capacity for resilience & wellbeing

Developing awareness of the emotional labour of social work.




Embed a culture of resilience at all system levels which acknowledges staff wellbeing in challenging
circumstances, allows focus on work with children and families and enables the ability to bounce
back even in the most trying situations.

Able to identify their own needs and available resources to support wellbeing.

Capacity for resourcefulness & impact

Invest and allocate time and resources where it is needed, measuring priorities by the highest
expected impact, and integrating solutions appropriately until improvement is embedded.

Able to prioritise tasks effectively within own work and seek support from
relevant sources when required.

Capacity for impacting organisational culture

Proactively embrace the opportunities created by new experiences, creating a learning culture
where mistakes can be learned from. This is modelled for teams, empowering them to develop
practice and make real, significant professional growth, taking advantage of coaching techniques to
develop staff from within. Hear and learn from others who have diverse perspectives, identities and
lived experience - seek to expand your understanding and use this to inform work which culturally
competent.

Actively seek out diverse experiences and shadowing opportunities to inform
learning and practice development.

Able to utilise successes and mistakes as learning opportunities and use them to
improve future practice.

Capacity for innovation

Involve staff in service development, enabling the use of initiative and creativity to discover different
ways of doing things. Foster innovation, piloting new ideas carefully and influencing partner
agencies and external bodies to secure buy-in for innovations at a systems level. This will facilitate
multi-disciplinary skill sets to work together effectively.

Developing awareness of how innovative approaches can be utilised to make
practice improvements. Able to identify potential problems that may benefit from
innovative solutions.

Capacity for leading change
Lead others through change and critical periods for the organisation

Developing understanding of the challenges and opportunities of organisational
change.

Capacity for positive interactions

Raise the status of the social work profession, demonstrated through positive community and multi-
agency interactions.

Maintain and actively promote professional and positive interactions within the
multi-agency network, acting as an ambassador for the social work profession.

Capacity for advocacy
Incorporate the experiences of children and families into service improvement and innovation.

Able to work effectively with families to develop a good understanding of their
views and experiences. Use this information to advocate for families within a
variety of settings.




