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1.

Participants will be able to identify at least 1-2 systemic
interactions of addressing supervisor competency from an
ecological perspective

2.

Participants will be able to list at least 1-2 complex factors in
addressing supervisor competency and its impact on training

3.

Participants will have the opportunity to analyze two vignettes
and identify the influence of at least 1-2 diversity factors
related to power and privilege when addressing supervisor
competency

4.

Participants will be able to identify at least 1-2 tools that may
help in addressing supervisor competency

}

Supervision is a competence

}

Need to address multiple layers that influence supervision

}

Rarely discussed topic

}

Shift focus from traditional supervision trainings

}

Support for addressing supervisor challenges

}

Integrate diversity and supervision competence

}

}

}

Risks of presentation
Invited to explore assumptions and
challenges of supervisor development
which may bring discomfort
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Macrosystem

Exosystem

Mesosystem

Microsystem

Bronfrenbrenner’s (1979) ecological model

The microsystem is the closest to a person and includes a direct
pattern of activities, roles, and relations as experienced by an
individual in a specific, defined setting, primarily with family and
peers. The microsystem exerts the most direct and powerful
influence.

Microsystem
Family
Doctoral
Program
Peers
Supervisor
Advisors

Internship
Friends
Roommate
Faith
Partner

A system of microsystems. A mesosystem consists of
interactions between two or more microsystem environments

Mesosystem
Microsyste
m
Family
Doctoral
Program
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Cohort
Friends
Partner
Roommate
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Interactions among settings in which the individual is not an active participant
and not directly involved but many actions from the exosystem impact the
individual.

Exosystem

Licensure, accreditation,
graduate school,
supervisor, training
director, evaluation,
remediation and dismissal
policies, competencies,
professional association ,
health cares system, legal
system

The cultural environment and all other systems that affect them

Macrosystem

Systems, ideologies, cultural
beliefs about being a
psychologist, training practices,
attitudes about race/ethnicity,
sexual orientation, gender,
disability, political, sociocultural
values, economic structure,
stereotypes.

Alex, The Intern
Alex, 29 y/o, married, Philipina, first generation, Catholic female on internship. Alex’s
husband moved to be with her while on internship. She’s fully engaged in her
internship seeing 16-20 patients a week, meets weekly with her supervisor, attends all
of her seminars, she continues to work on her dissertation, and every Sunday attends
mass and calls her parents. Four months into internship, you learn that Alex’s spouse
lost his job, he’s now unemployed, and her retiring dissertation advisor is pressuring
Alex to defend before her advisor’s retirement in June.
Margaret, The Supervisor
Margaret, a 32 y/o, married, w/one child, 4th generation, Japanese American, agnostic,
female, licensed for 3 years. Her husband is in the military and her daughter is 5 years
old is in kindergarten, and enjoys gymnastics. Margaret works full-time at your site
and has a private practice. Margaret, the supervisor’s husband’s been deployed. She
has requested to reduced her hours and has not been very available to Alex. Alex’s has
a very complex clinical case and her notes have not been cosigned in over a week.
Alex comes to you and discloses a concern with another intern, who’s comments in the
seminar, run by her primary supervisor, were experienced as a microaggression by
Alex towards Asian women. Alex reportedly feels lack of safety in seminar and in
supervision.
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Rodolfa, 1992

◦ Relationship is the most important and memorable
for supervisees
◦ Supervisors do not attend to the hierarchy enough.
◦ Supervisees are generally anxious. It’s normal. Most
can handle their anxiety. Only about 10% does it
affect their performance.
◦ Supervisors must provide constructive and positive
feedback. Many do not.
◦ Supervision and therapy are different. They also
overlap significantly as they focus on growth.

}

Competency movement focus on trainees…
◦ Shifting to supervisor competence

}

Various authors have articulated the specific domains of
competence that supervisors should develop to supervise
(Falender et al., 2004; BEA, 2014)

}

When synthesized, the literature notes that there are
two broad competence areas for supervisors:
◦ (a) Knowledge and skills to provide the type of service
one’s supervisee is providing.
◦ (b) Knowledge and skills in supervision itself. The
literature identifies this construct as metacompetence
(Falender, Shafranske, & Falicov, 2014)

}

The ability to assess what one knows
and what one doesn’t know – holds a
pivotal position in the development of
competence and is required to
address the complex responsibilities
involved in maintaining competence
throughout one’s career”.
◦ Falender & Shafanske, 2007

}

Supervisors generally avoid talking about power and giving
difficult feedback.

}

Psychologists are supposed to be best communicators and
ambassadors of conflict resolution. BUT WE AVOID ALSO.

}

Our influence as supervisors is huge. Want to refresh your
awareness regarding this impact.

}

Such high expectations of supervisees but what about for
supervisors? Accountability?

}

American Psychologist, January 2015

}

APA and BEA product

}

Domain A: Supervisor Competence (5)

}

Domain B: Diversity (5)

}

Domain C: Supervisory Relationship (3)

}

Domain D: Professionalism (2)

}

Domain E: Assessment/ Evaluation/ Feedback (5)

}

Domain F: Problems of Professional Competence (4)

}

Domain G: Ethical, Legal, & Regulatory Considerations (5)

}

MCC Movement started with Founding of Association of Black Psychologists in
1968. Other groups followed. Then Divisions of APA and also Offices within
APA.

}

Multicultural Psychology as the “fourth force.”

}

Counseling before Clinical

}
}

DIVERSITY GAP:
Well documented there are many supervisors who have supervisees more
advanced in multicultural competence.

}

How has this played out on your staff? Is the gap over?

}

Research demonstrates that minority supervisees
experience microaggressions in supervision.
◦ Ignoring the presence of interns of racial/ethnic diversity or
gender diversity during staff meetings
◦ Stating, with surprise, that an intern is ‘‘articulate’’
◦ Assuming a supervisee is heterosexual
◦ Negative reactions when a sexual minority supee comes out
◦ Inquiring about immigration status to someone with an accent
What are other examples you have encountered?

}
}

Power = inhibitory effect on trainees, especially minority
Unexamined Privilege on part of supervisor

}

Supervisees in minority groups may feel SHAME when
supervisor does not address multicultural issues.

}

Research suggests that the single most important
skill among successful multiculturally oriented
supervisors was creating a safe environment to
discuss diversity issues and values (Dressel et al.,
2007), a finding reinforcing the importance of
attending to relational safety in supervision.

}

What is this to you as a supervisor?

}

Power differential is a central factor.

}

Balancing time in supervision to attend to
ALL OF THE THINGS!
◦
◦
◦
◦
◦
◦
◦
◦
◦
◦

Safety/Trust/Rapport
Creating alliance
Diversity discussions
Video sample review
Evaluation of competence
Case conceptualization
Ethics issues
Recordkeeping
Cohort issues
Personal/Professional stress management

}

Supervisor broaches the conversation

}

Ability to own position of power and privilege
◦ Power with versus Power over

}

Self-reflective practices and challenging CE’s

}

Challenge self to consult regarding biases

“Self‐assessment is at the
heart of developing and
maintaining competence.”
(Kaslow, 2004, as cited in Kaslow, et al, 2009)

}

How often do you assess yourself as a
supervisor?

}

Is there something built in your training program to
assess each other as supervisors?

}

How do you provide feedback to each other?

}

Have you incorporated the supervision
competencies into your supervision evaluations or
performance evaluations?

Barriers to Addressing
Supervisor Competency
Personal Barriers:
• Competency
• Avoidance
• Resentment
• Empathy
• Fear of Legal Actions
Training Setting Issues and System Barriers:
• Program Culture
• Program Policy (or lack of)
• Lack of support for your role as TD
• Confidentiality issues
• The role of HR at your site
• Disagreements

Jacobs et al (2011)

Stage A: Beginning
Role status changes from being supervised to supervising. From having
student peers to having collegial relationships. May not have an awareness of
the need to structure the supervision. Increase in self-consciousness, may rely
on concrete, fear of evaluation, parallel to novice therapist.
}

Stage 2: Exploration
The supervisor becomes aware of his/her impact on the supervisee and of the
importance of supervision. Power may shift from informal to formal. Evaluation
is focus.
}

Stage C: Confirmation of Supervisor Identity
Supervisor has a consolidated identity. Supervision is built on trust. Trainee
able to self assess and evaluation is ongoing. More focus on trainee’s goals for
development.
}

}

Hess (1986)

Supervisor Self Assessment
Ø
Ø
Ø
Ø
Ø
Ø
Ø
Ø
Ø
Ø
Ø
Ø

Ethical decision making
State Laws and regulations
Supervisor contract
Developmental models of trainee
development
Benchmark competencies
Supervisor competencies
Knowledge of site specific competencies
Training model and policies
Assessment and evaluation of supervision
(trainee competencies)
Variable associated with successful and
unsuccessful supervision
How to increase disclosure of a trainee
Use of audio/visual/live supervisio

Ø Skills in managing countertransference
Ø Knowledge of diversity the interaction of
diversity variables (age, disability, power,
privilege, gender, class, race)
Ø Program culture
Ø Institutional culture
Ø Ability to give and receive feedback
Ø Conflict management
Ø Ability to examine blind spots
Ø Ability to seek consultation and support
Ø Ability to address strains and ruptures
Ø Ability to practice self-reflection
Ø Ability to engage in self-care

Recommendation for Addressing
Supervisor Competence
ü Engage in activities to enhance one’s competence in having difficult conversations
ü Create and participate in a supportive and action-oriented culture
ü Set ground rules
ü Communicate thoughtfully
ü Utilize a psychologically minded interpersonal approach.
ü Anchor difficult conversations in assessment and competencies
ü Incorporate conflict management strategies
ü Evaluate the process
ü Evaluate the barriers

Jacobs et al (2011)

}
}
}
}
}
}
}

Supervision is multi-layered
Opportunities for Modeling
Self-reflective Process
Use a “Power with” model
Recognize the Barriers
Embrace the Strengths of the supervisors
CONSULT

}
}
}
}
}

}
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