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Supervision Practice Logs
For my 6 practice logs I have chosen to reflect using Gibbs 1988 Reflective Cycle, I will use the 6 sections of the cycle to interpret different accounts of the supervision process, backing this up with evidence of theory, practice, and policy.

Setting up of the supervision contract and relationship of both parties
Description
The individual chosen was a trainee youth worker at the youth club fieldwork placement I was currently volunteering at. Both parties had known each other for over a month beforehand. Initially I gained permission from the trainee who participated in the supervision and agreed a day and time to go through the contract. We created the contract step by step, I explained each section in detail, the supervisee followed, by adding their information to the document. I started the conversation and asked was there any agendas to focus on, the trainee responded with various points to be covered. Contracts are important documents they, “clarify roles and responsibilities and the mandate for supervision,” as referred to by (Social Care Institiute for Excellence, 2017a). The discussion continued for one hour, after this time both parties were happy with the outcome of developing the contract, finally I requested verbal feedback, this was met with satisfactory results.
Feelings
Approaching the trainee, I felt excited to be supporting someone who were starting a new job opportunity. I felt relieved that they had agreed to take part in the supervision as I was feeling increasingly anxious about the entire process. I began with examples and ideas which could be focused on, I listened to their comments and observed their reactions, the supervisee was happy with my suggestions, this empowered me to feel more confident in my performance. When planning contracts and arranging supervisions, both parties should recognise their expectations and apprehensions, along with their advantages and disadvantages that may influence the relationship and discussions (Sapin, 2013). I happily express that the arranging of the contract was successful, the feedback I received was met with the same reaction.
Evaluation
Mentoring and supervising the trainee raised awareness and actively encouraged us to break down any communication barriers that may have appeared to exist at the start, aiding the conversation to flow more freely. Listening to their views and opinions while giving a short pause, provided the opportunity to gain greater understanding of their needs and what advice I could recommend. Sapin (2013, p224) states that “Communication and establishing a common understanding about practicalities, expectations and ways of working can assist the supervisory relationship to flourish”. The professional relationship was set by ethical boundaries, Harrison and Wise (2005, cited in Curriculum Development Unit, 2014, p15) notes “it is not always possible to ensure the confidentiality that we would wish”. Therefore, I confirmed that the contract would be edited and proofread by myself, clarifying that all information would be private and confidential in order to avoid personal information being disclosed.
Analysis
The way I managed the supervision was in a calm authoritative manner, giving the trainee a voice to express their concerns and to elaborate on the agendas, I used subtle facial expressions and occasional eye contact to show less intimidation, to reinforce the trainee to speak more openly, and to express their beliefs so they would acknowledge that I was paying full attention to what they were saying, I continued responding with composure and empathy. Tash (2000, cited in Woods, 2001 p257) argues “the skills and attitudes that supervisors brought to the relationship were more important than their professional qualifications or experience". When discussing personal subjects, I made sure I acted non-judgmental and non-discriminatory, although the main aims and objectives were to promote integrity, honesty and trust, that I thought was gained as we moved forward through the stages of the contract. 
Conclusion
Overall, the experience seemed to run smoothly, the supervisor and the supervisee focused on the main key points, both engaged in valued communication and obtained knowledge and understanding when moving forward through the supervision's stages, both parties found these agendas informative while professional boundaries were established, this was shown with honest feedback and positive remarks on my performance. 
Hawkins and Smith (2006 cited in Curriculum Development Unit, 2014 p13) CLEAR model of supervision states “Here the supervisor and supervisee review those actions that have been agreed, reflect on the process so far and evaluate the usefulness of the sessions”. My support has given the supervisee a clear picture of what is involved when delivering a supervisory contract and receiving helpful recommendations, I am feeling optimistic that the advice they received could be valued and will be presented in the next sessions. 
Action Plan
I will gather relevant research from various sources, utilising effective and flexible time management by giving myself more time to arrange and clarify events that are going to happen. Additionally, to take more time to reflect on past experiences and to discuss details in more depth. Hawkins and Smith (2006 cited in Curriculum Development Unit 2014, p13) argue that "Steps (large or smaller scale) are agreed by both parties that ensure an action focus within the sessions”. The interpersonal skills I have gained, I will continue to improve on, this will help me to recognise and reflect on the supervisee situations that may seem challenging, and to discover new ways of working together to overcome these issues in future supervisions sessions.

Supervision environment and relationship development 
Description
I located a suitable area within the youth club for the supervision to take place. The importance of privacy and confidentiality was paramount and had been previously discussed between both parties. If constant disturbances arise this may indicate the supervision is regarded less important (Woods, 2001). Therefore, the chairs were placed off to one side giving the impression of an unplanned supervision, I also asked the staff members in the youth club not to enter while the meeting was in progress, due to any distractions and noise. When considering how people learn, it’s an innovative idea to look at the styles and methods of the supervisory process and what their preferences would be (Curriculum Development Unit, 2014). I explained the purpose and benefits that may be gained from the supervision and what both parties would need to agree on in order to move forward. As the supervision continued, the trainee described an event that had occurred recently, I responded and tried to identify the key issues and responded accordingly.
Feelings
Locating the area for the supervision presented no difficulties, as I had already decided where to deliver this beforehand. Social Care Institute for Excellence (2017b) suggests “paying attention to creating a safe environment for supervision, where the boundaries of confidentiality are explicit, will assist supervisors in this task”. When initiating the supervision, I became increasingly nervous and unaware how my personal attributes would be preconceived. As the conversation developed both parties seemed relax to engage in the agendas. The trainee appeared more open and honest. I pointed out there were a few concerning matters to be address that made me feel distressed, however by putting the trainees mind at ease, I reassured them I would do my upmost to help resolve the situation. The trainee was thankful, I was delighted to have gained their approval. 
Evaluation
A supervisory area should be a place where both parties avoid feeling uncomfortable with one another, in order to ask advice and to reinforce confidence to express themselves more clearly, by going over issues without feelings of judgment. According to Hawkins (2012, p 60) “Supervision is a joint endeavour – It is important that supervision is not seen as an activity done by the supervisor on the supervisee. Both the supervisee and the supervisor need to be working in partnership”. The way in which I presented myself, using movements of open body language and soft tones of voice towards the trainee, determined the outcome of the supervision. I feel this was an extremely important stage, resulting in positive feedback and clear understanding of responsibilities. When the meeting had concluded, barriers that were visible had disappeared. I realised I could help support their learning, raise their self-esteem and improve practical skills. I believed I carried out the supervision in a professional manner by reflecting on past experiences.
Analysis
To receive the best experience, planning the meeting and involving the trainee to have their say on how supervision can be structured, where they can be held and whether they feel comfortable in that environment, helped move things along. Asking them to be patient and for both parties to be flexible to adapt to other ways of learning. 
Hawkins (2012, p70) states “forming the working alliance starts with sharing mutual expectations, including the style of supervising the supervisees most want and which of the possible foci they wish the supervisor to concentrate on”. 
When the trainee was feeling nervous and under pressure to answer questions, I gave more time pausing not to put them on the spot, as this may have cause negative feelings towards one another. In a calm relax environment this can overtime help the trainee to be confident to confide and to explain details in depth. Both parties responded to positive body language, and this was reflected in their actions. Good time management skills and willingness to receive criticism and feedback on performance helps understand situations to reflect where they went wrong.
Conclusion
I feel I have learnt new methods of reasoning and realised the trainee opinions are just as important as mine, by looking at different situations from other people's perspectives this enable me to suspend judgement. As the relationship developed there was a mutual understanding and agreements on matters. A suitable supervisory environment gave the trainee a chance to warm to the idea of supervisions, as over time the sessions could become intense, it is likely that I may have to adapt my attitude and actions depending on the situations that arise. 
Action Plan
I could find an area away from the youth club to hold the supervisions, to effectively sustain working on a professional level by reinforcing the ethical boundaries, this may help both parties focus on the agendas, as discussions outside of the working environment, both may appear more open and not to have the constant worry of any distractions that may occur. Getting to know someone can take time, observing them from a distance and seeing how they react in certain situations can aid learning. Additionally, to research knowledge on supervisions and to ensure I will be more proactive by listening and motivating them to engage more with others.

Identification and Understanding of the Functions of Supervision
Description
From my understanding the skills needed to successfully undertake the sessions are to identify and manage the needs of the individual, pointing out their strengths and limitations, and for both to reflect on actions that have happen previously, focusing on future developments and putting these into practice. Supervisors are known as informal educators; their ability and skills build relationships with others, and which often happen on a voluntary basis. Supervisions can relieve signs of tension and exposure to risk (Woods, 2001). Supervisions are there to provide support, training and to reflect on situations. Schon (1982, cited in Woods 2001 p249) “calls this type of thinking “reflecting- in- action” “when you reflect on what is being said and think, on the spot, about how you might respond”.
Feelings
Supervisors emotionally can feel overwhelmed considering they may not be fully equipped in recognising the supervisee concerns, also to give good quality constructive advice when answering their questions. They may feel a little unsure of their performance, working together to problem-solve may ease tension. Additionally, showing knowledge of learning youth work practice and undertaking of the supervisory process can prove sufficient to clarify both their roles and responsibilities, so Individuals can feel free to approach the supervisor at any time with issues that may cause them to feel stressed. In the likely hood of a negative experience when undertaking a supervision, the relationships may be affected, “If the supervisee fails to address certain matters and continues to be unresponsive, the relationship may end, resulting in disciplinary action (Sapin, 2013). Therefore, the essential aspect of a supervision is to be respectful and help support wellbeing to promote good practice.
Evaluation
Youth workers who request supervisions may need this for several reasons, three elements are recognised to support youth workers, Kadushin and Harkness (2002, cited in Herman 2012, p119) “outline the supervisor’s role as ‘administrative, educational and supportive functions in interaction with the supervisee in the context of a positive relationship”. According to Inskipp and Proctor (Cited in Hughes, 2010) using different terms from the perspective of supervisee, the function of supervision is formative, restorative and normative, however, Hawkins and Shohet argue that the focus is on both parties being developmental, resourcing and qualitative (2006, cited in Hughes, 2010).
Analysis
Focusing on supportive and restorative terms, a lack of supervision may cause signs of burnout leading to stress, for prevention, regular supervisions are needed or ad hoc when feelings of pressure can build up, individuals can request a meeting to help them feel reassured of their practice, otherwise, this can result in mistakes and Incompetence. Hawkins (2012) states that “supervision can mitigate this process by breaking the cycle of feeling drained which leads to a drop in work standards, which produces guilt and inadequacy” (Hawkins, 2012, p6). As for the administrative element, when applied to supervisions, the supervisors, “ensure that the work of their supervisees is appropriate and falls within defined ethical standards” (Hawkins & Shohet, 2006, p58 cited in Curriculum Development Unit, 2014 p9).

Conclusion
Supervisions can take on several aspects to ensure a good outcome, developing innovative ideas, to reinforce and adhere to Youth Work National Occupational Standards (2019), they state that “the values and principles underpinning youth work in relation to the requirements of this standards, and ways of reflecting youth work professional practice when providing support, mentoring or informal supervision to other workers” (CLD Standards Council Scotland, 2019, p15). Constant monitoring of youth workers practice and reviews on a regular basis, giving advice on communication and to reflect on their practice can avoid conflictions of interest. 
Action Plan
At the start of each session for both parties to review previous sessions to see if the supervisee opinions have changed or remain the same, what they thought was useful, and what they would rather not discuss. Making them aware of any training or appraisals due to take place. Supervisees need the willingness to be open and honest, “It is crucial therefore that workers are aware of the link, if any, between support & supervision and other tracking, monitoring or probationary systems” (Curriculum Development Unit, 2014 p21). To continue to provide knowledge on policies, procedures and legislation regarding youth work and to have up to date information ready. To have a non-judgmental attitude and view situations from their perspective, observing, listening and giving positive or negative feedback (when required) on all supervisions, this will aid understanding of what went right or wrong regarding their performance. 

Critical review of the function of supervision and reflection when applied to practice
Description
I have led and carried out the supervisory process by engaging and communicating with the supervisee. I conducted a planned, formal supervision, with an element of informal detail. When planning the supervision, I clarified the details ahead of time ensuring no confusion or delays could occur, preparing both parties in advance to gather their thoughts and ideas. My approach was informal, my attributes were friendly and relaxed, the supervisee understood their responsibilities from reading the policies and procedures. When responding to various questions I hesitated, and the answers were often decided there and then. Schon (1982, cited in Woods, 2011, p249) describes these factors as “demonstrating, complexity, uncertainty, instability, uniqueness, and value conflict”. Both parties were cooperative and compared their experiences gaining an insight to one another's working practice. 
Feelings 
From being unfamiliar with the trainee's skills and abilities before entering the youth club setting, I became intrigued what they could bring to the supervision and my actions were non-biased. Finding a balance between a professional relationship and a personal one can be difficult. Supervising colleagues may cause conflict, as they often may not take matters seriously and break the ethical boundaries, this could detract from what the supervisor is trying to achieve, making both parties feel uncomfortable and to leave individuals open to exposure and vulnerabilities, breaching these ethical boundaries can lead to confusion. According to Hawkins (2012, p147) “Occasionally not holding too rigidly to boundaries can be beneficial, and this is something that needs to be explored in supervision, so that when to be firm and when to be flexible are considered”. I reminded the trainee that the agendas would only be based on the youth club setting or past experiences working with young people, in order not to feel detached from the talking points.
Evaluation
Kadushin (1976) designed a model of support & supervision, the methods and tools, should be considered when applied to practice. When utilising the educational factor to the supervision, I spoke about past events and experiences that I had encountered, and how I overcame these challenging situations, explaining how I became more proactive rather than reactive, while all the time addressing the confidentiality and anonymity aspect. This gave the trainee the opportunity to view another Individual's perspectives on their working practice, to look at effective ways of learning and to refresh their training needs and abilities to see what is working and what is not. (Cited in Curriculum Development Unit, 2014).
Analysis
My aims and objectives of the supervision were to appear as a mentor, and not to give orders or to criticise the trainees work, the attitude of the supervisor that is not working in the managerial role or a line manager, should not act administrative but to guide and give direction, helping their understanding, and to facilitate actions to help further developments. In this case it is better for both roles to be separate, to give strength to the process, when supervising Individuals that have not encountered supervision before (Woods, 2011). Therefore, when supervisions are performed by someone working from outside the organisation, there may be less chance of them becoming influence by the culture (Sapin, 2013). As I was a volunteer and not a paid employee, this made it easier for me to feel relaxed, as no comparisons could be made on my performance.
Conclusion
I have proven how to undertake a series of supervision sessions, identifying and understanding the functions that I applied to practice. As stated by Hawkins (2012, p153) “All supervision training should be built on good principles of adult learning (andragogy), which recognizes that adult learning is fundamentally different from that of children”. I have critically reviewed and reflected accordingly, giving advice, guidance and support to the supervisee. As a supervisor, I have supplied a safe, appropriate environment, guarantying all material was kept private and confidential, describing situations using anonymity and delivering a clear understanding of the ethical boundaries. 
Action Plan
I can continue to use these methods to build better working relations. Utilising these skills to motivate and improve supervisee development, so they will feel confident in engaging independently with young people, and to focus on the tasks set out for them. For all parties to adhere to the Youth Work National Occupational Standards (2019) and the organisations policies and procedures, to actively and effectively implement the Youth Work Strategy for Wales (2017), and the Youth Work in Wales, Principles and Purposes (2018). Using the 5 pillars, for empowering, educative participative, inclusive and expressive. To focus on informal and non-formal learning for young people, while imbedding the core principles of youth work, voluntary attendance, partnership and accessibility for future generations.

Critically analyse the supervisory role that I led upon number: 1
Description
As a supervisor my role was to support and mentor the trainee using the knowledge and skills that I have learnt. I used effective communication to critically think, and problem solve. When a dilemma was discussed regarding a young person at the youth club, I actively seeked the involvement of the trainee to take the lead in the conversation and encourage them to decision make. This gave the trainee an opportunity to develop innovative ideas and strategies to attract and retain communication with the individual. Hawkins (2012, p4) states “The supervisor’s role is not just to reassure the supervisee, but to allow the emotional disturbance to be felt within the safer setting of the supervisory relationship, where it can be survived, reflected upon and learnt from”.

Feelings
Emotionally I was hopeful they could feel proud of their good qualities; giving me great admiration that I had made them feel they were contributing to the needs of young people. I found that when we spoke about confidence building, self-esteem and motivation, the trainee found it difficult to overcome his belief that he felt inadequate in dealing with challenging matters, therefore, I encouraged him to explain his positive attributes, (what his strengths were) rather than his limitations. 
I did not want to appear disheartened as I could have put doubt in his mind. According to Woods (2001) to acknowledge the feelings and judgements of the supervisee, supervisors are better in masking their own, to have a clearer picture of the situation and the individual, as no two circumstances or people are the same. Looking back this was the best outcome for both parties to be more resilient in tackling challenging matters. 

Evaluation  
When discussing the dilemmas, I found that communication was a key factor in delivering an effective working relationship, it is a good idea to avoid using jargon language and abbreviations to prevent confusion, for the trainee not to miss interpret what I was trying to say. Herman (2012, p126) suggests “As new strategies are brought to staff to implement, they need support for knowing why, when, and how to implement new strategies. Supervisors acting as a coach and/or mentor are essential to implementing successful new ideas”. Therefore, risk assessments and safeguarding issues were discussed for the youth club setting and house rules were considered.

Analysis
I mentioned that it is important to implement house rules within the organisation, for all to adhere to, the safety of all the staff and young people is paramount. I recommended for supervisee remained focused and continued using observations, listening techniques and reviewing situations as they appeared, for them to relay all information back for both parties to reflect upon then to act on. Supervisions are there to update any information, policies and procedures needed for staff and young people at the organisation. Herman (2012, p127) states “As supervisors engage with supervisees to understand issues based in qualitative data, as well as inquiry and reflection, the tools of action research enable the team to be more systematically responsive to issues”.
Conclusion 
Ultimately, I found practicing as a supervisor, initiating the roles and responsibilities a challenge, finding a balance between educative and supportive factors was a learning curve, the relationship between myself and the trainee seems strong, and we both felt we had gained insight into each other's knowledge, thinking, and learning abilities. Supervisors are there to show leadership, however, supervisors need to recognise “the importance of encouraging others to take the lead and ways in which this can be achieved” (CLD Standards Council Scotland, 2019, p112). This can value the relationship and gives a better understanding to the needs of youth workers.
Action plan
I will continue to encourage reflective practice along with showing empathy to improve the trainees working practice and self-esteem, the matter of concern was resolved by the trainee and other staff members, successfully drawing up contracts with the young people which they were all involved in, agreeing to sign the contract to implement house rules, for the purpose of safeguarding young people and staff at the organisation. This will be reviewed later to ensure that youth workers, are embedding the five pillars of youth work in Wales and Youth Work National Occupational Standards into their working practice.

Critically analyse the supervisory role that I led upon number: 2
Description
One of the supervisor's tasks is to handle complaints and resolve conflict. The trainee had an issue with a staff member at the organisation, associating them engaging less in the activities as they would have preferred. Supervisors must “resolve any difficulties and challenges other workers and volunteers may present” (CLD Standards Council Scotland, 2019 p111). I suggested that staff should be given individual tasks to share the workload when setting up an activity programme, it is important for all staff first to discuss with young people their likes and dislikes for everyone to get the best experience, and to have fun without the feeling of exclusion or boredom. 
Feelings
I thought the way I responded to the issue was handled professionally which gave them an alternative view of the situation. The trainee felt hesitant in expressing his disappointment in the issue and disagreed with my opinion. Hawkins and Smith (2006, cited in Hawkins, 2012, p19) states supervisors need to recognise the supervisees “mindsets or attitudes, their feelings and reactions to the situation and their fundamental motivation or core belief” I understood the trainee's frustration, however, I reassured them and pointed out they felt passionate and committed in participating with young people, which they understood and accepted. 
Evaluation
I tried to make them recognise their responsibilities as a trainee youth worker and to be accountable for their own actions, for them to look at the best way in dealing with this issue and to discuss matters with the other members of staff and not just myself, therefore, enhancing their honesty, respect and trust within the organisation. When giving feedback Hawkins and Shohet (2006, Cited in Curriculum Development Unit, 2014, p19) advises “the supervisor holds back on telling the worker what they should do but instead facilitates them in thinking through possible scenarios and the impact of these”. 
Analysis
As a supervisor, my aims and objectives were to acknowledge the worth of the supervisee, to aid and assist them in the transitioning process in dealing with complex issues (Curriculum Development Unit, 2014). I clarified that collaborative working with other youth workers involves finding the best practical way to problem solve together, so there are no advantages or disadvantages in the working practice and for all to seek out their skills and act upon them. Youth workers must “agree with colleagues, agencies and stakeholders, the actions for everyone to take to enhance the working relationship” and to “consult with others when making key decisions and when undertaking youth work activities” (CLD Standards Council Scotland, 2019, p15)
Conclusion
I brought the matter to the attention of the person in charge of the youth club, they could identify the problem and went ahead to hold a meeting to discuss the matter further with all trainee youth members. The supervisor's role can act as a go between the management and the workers, finding a common ground to support the emotional challenges that youth workers face, I was successfully in dealing with this matter and felt proud to have help calm the tension at the youth club setting. It is proactive to be mindful when acknowledging youth workers skills and abilities, as they may have many diverse ways to promote inclusion and for them to seek out ways to participate with young people. I found when we all worked together to brainstorm ideas for activities, there were ways of structuring and delegating the roles effectively for equal participation with proven results.
Action Plan
Moving forward, I suggested to the trainee it may be an idea to wait for young people to approach them, rather than rushing in to involve themselves in the activity, as this could show that young people have interest in them (as a person) not just the activity which is set out for them. When supervisors use reflective practice and a critical inquiry approach (collaborative analysis) and include them into supervision, these may strengthen practical developments within the practice and working relationships (Herman, 2012). Therefore, to build on communication and initiate working relations with other youth workers to reach the same goals for young people, additionally, to feel that their aspirations have been achieved. 
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Appendices

Appendix 1

CANOLFAN MAERDY YOUTH PRACTICE SUPERVISION CONTRACT

	PRACTICALITIES
	
In Person 
4pm Dec 9th 
5pm Dec 9th 
4pm Dec 15th  
5pm Dec 15th 
1.30pm Dec 20th
2.30pm Dec 20th 
2 Aweek for 3 Weeks
Held at Maerdy Youth Club
Can Be Rescheduled for a Later Date or Different Location


	Times and Dates, Where Held, 
How Often,
If Meeting Can Not Be Held

	

	BOUNDARIES
	
Private Area 
Anonymity When Discussing Incidents 
Information to be Secure Data Protection

Youth Club Work

Personal Life


Report to Manager 

	What Privacy Measures Should Be Put in Place 


Matters To Be Discussed

Matters Not to Be Discussed

Tackling Hearsay


	

	RELATIONSHIP
	
Knowledge and Advice on Youth Work
Improve Development and Confidence

To Build Confidence and Motivation


Engage with Youth people effectively, Conflicts with other Staff Members

To Improve on Communication, Relationship Barriers and Trust 




	What Do You Expect from 
the Supervisor 

What Does the Supervisor Expect from You

Hopes and Fears, 

Communication

	

	SUPERVISION STYLE
	

Reliable Information on Youth Work 
Tackle and Reflect on Difficult Situations


Agendas and Discussions Pointed out on Recorded Pro Forma

Feedback Given from Both Parties After Each Session

	
What Do You Want to Achieve from 
the Supervision

One or More Subjects
Discussed? 

Verbally Feedback 
	

	PROFESSIONAL AND WORKPLACE CONTEXT
	

Focus on Knowledge and Practice


All Policy and Procedures Read from the Organisation

Both Parties Adhere to the Ethical Boundaries



	Responsibilities from 
Both Parties

Code of Practice

Boundaries 
	



[image: ]


Signatures






Appendix 2

Supervision Recording Format

	SUPERVISION RECORDING

	DATES: 9th December 2021- 15th December 2021 -20th December 2021

	[bookmark: _Int_nhAY38ZS]TIMES: 4pm-6pm                          4pm-6pm                     1.30pm-3.30pm

	PEOPLE PRESENT: Alexander Bevan    Claire Fairhurst

	DURATION OF THE MEETING: 1 Hour Per Session 6 Session

	AGENDA/ DISCUSSION POINTS ON SUPERVISION SESSIONS

	1. Setting Up of Contract and Understanding my Knowledge of Youth Work
2. Set Up and Discussing the Supervisory Relationship Between Both Parties
3. Handling Disruptive Behaviour 
4. Building Confidence, Self Esteem and Motivation 
5. Brainstorming and Creating Activity Programmes 
6. Communication and Active Involvement with Young People  

	NOTES/ ACTION OF EACH ITEM ON SUPERVISION SESSIONS

	1. Contract Completed Reviewed Dates and Times Discussed 
2. Both Parties Understood Their Responsibilities 
3. Discussed and Procedures Carried Out
4. Sign Posted to Sources
5. Team Discussion of Ideas and Recorded 
6. Reflection and Proactive Measures Pointed Out

	ISSUES FACED

	Conflict of Interest with Staff Member - Action- Resolved 
Risk Assessment Carried Out - Action- Procedures Put in Place 

	REFLECTION ANALYSIS AND LEARNING.

	
Links and Advice Given
Youth Work National Occupational Standards Scotland (2019)
Youth Work in Wales Principles and Purposes

Continuation of Developing Communication Skills
Confidence and Motivation - Signpost to Useful Sources

	 QUERIES 

	Activity Programmes 
Covid-19 Restrictions









[bookmark: _GoBack]Critical Review
The purpose of this critical review is to define what youth work is, to critically compare management theories systems and contingency models along with leadership theories trait and situational. To discuss the different leadership styles that managers use effectively within youth work today, analysing their roles and responsibilities, and their characteristic attributes they have developed by considering the positive and negative aspects, and what approaches they undertake when applied to practice when managing an effective organisation. To show how Mckinsey's 7s model is applied which aligns with the contingency theory which explains the understanding of inconsistencies in the organisation and how to resolve these problems. To identify the differences between managers and leaders and the values they bring to the organisation to the private and public sectors services.
In Addition to consider the challenges that youth workers face when managing a public service, in relation to the ever changing economic and financial climate, according to the National Youth Agency. To point out the Welsh Government's initiatives and funding developments and requirements in line with the key themes of Youth Work Strategy for Wales (2019) and how this can benefit young people in their community. Examining the key and specific principles that are underpinned by the Youth Work National Occupational Standards (2019) and the Youth Work in Wales Principles and Purposes, by embedding the Five Pillars of Youth Work in Wales into youth work practice.

[bookmark: _Int_GuNcATnP]Youth work has no true definition, it is a thought process by human beings to carry out a way of working with young people to engage the disengaged. Over the years the terminology has changed due to the social and economic conditions in today's society, along with the challenges young people face in their day-to-day lifes (Batsleer and Davies, 2010). 
Youth workers aims, and objectives are to educate and encourage engagement, to find interest in their needs and to go beyond to identify their likes and dislikes, to look at ways to drive their goals and aspirations, empowering them to consider diverse ways to turn conflict, prejudice and put-downs into positive thoughts and creative ideas (Batsleer, 2008). 
The key purpose of a youth worker is to:
Enable young people to develop holistically, working with them to facilitate their personal, social and educational development, to enable them to develop their voice, influence and place in society and to reach their full potential (CLD Standards Council Scotland, 2019, p4).
In all organisations there are managers and leaders, in youth work a manager has the power to change situations, they need to develop new ideas and strategies in order to make the organisation the best for their workers, for all workers to have clear aims and goals to build relationships with young people, to help them learn, develop and be resilient, for them to later transition into adulthood (Ford, et al, 2005). 
There are several differences between management and leadership styles, managers are driven by capitalising the output of the organisation, they adapt using administrative attitudes to implement functions by organising, controlling and planning, to achieve the best outcomes and are driven by promoting, compliance and using supervision to optimise performance. They influence workers, using rewards, praise or other incentives to encourage and motivate. Managers can take on a transactional style approach, they do things right. Managers need to adapt to a leadership style in which best fit their work setting (Kotter, 1990).
Kotter (1990) argues leadership is different, achieving grand visions always requires a burst of energy. Motivation and inspiration energize people, not by pushing them in the right direction as control mechanisms do, but by satisfying basic human needs for achievement (p23-33). 
Leaders' styles can be transformational, as described by Burns (1978, cited in Businessballs, 2020). “Such leadership occurs when one or more persons engage with others in such a way that leaders and followers raise one another to higher levels of motivation and morality”. Leaders shape ideas, satisfy unmet needs, empower and inspire by using their emotional interpersonal skills. These styles of behaviours that leaders adopt to carry out their tasks build better relationships with their workforce.
[bookmark: _Int_XQbx6O8n]Youth work management needs to provide the best outcomes for all employees and volunteers, for everyone to understand their roles and responsibilities and to gain career opportunities to feel satisfied and appreciated within an organisation. Managers in the public and private sector differ in several ways. Public sector managers provide a service for the community, their main focus is on their values, they have limited resources and funding issues, however, they aim to fulfil their requirements effectively to achieve maximum results to benefit the people. Private sector managers rely on the money aspects, to make profits for themselves and their shareholders, this consist of producing and delivering cost affective products and services to their customers, by ensuring they budget and use sales targets for their costs. Managers in the voluntary sector attempted to reach the goals set out by the charity and for all their supporters to continue to trust and believe in their purpose (Armstrong, 2012). 
When regarding all these sectors, depending on the way they are managed and the styles in which they are led, this may determine the overall success of the organisation or project, youth work could be more of a challenge as the outcomes may cause the service or project to end due to lack of funding, resources or failure to hit targets.
The 4 key management theories are classic or scientific theory (quantitative), humanistic theory, systems theory, contingency theory. The review will be based on the system and contingency theories.
In the late 60s a group of British researchers from the Tavistock Institute of Human Relations, developed a theory to which technical and economic factors were just as important as the social and human factors, therefore, coming together on a larger scale to effectively progress as an organisation. The theory went on to be called open ‘socio technical system’ (Cole and Kelly, 2011).
Ford et al (2005, p163) argue “systems theory is the dominant perspective of management, claiming: ‘Most organisations use an open systems model approach to understand and monitor their performance”.
In youth work systems theory is utilised, it is multi-dimensional, this monitor's inputs, outputs, processes and outcomes so there is the same balance between the people, tasks, structures, technology and the environment. Data for the organisation needs to be collected, this is called the 3 Es consisting of economy, efficiency, and effectiveness. In a youth service, the skills and knowledge of the workers and the organisations materials which can enhance the working performance are represented by the inputs, the way the workers engage with young people is the process, and the cost of the activity is the economy. The outputs are described as the level of activity and the benefits made from these, this then is divided by the cost, therefore giving the efficiency level. All are used to give the overall outcome readings of how desirable the service is to the needs of young people, most importantly, therefore giving the final reading of the effectiveness level (Ford, et al, 2005).
According to Hoggarth, Merton and Tyler (2009, p29-30) The open systems perspectives, see organisations as objects and they set out to find the best ways to organise the work based on some key assumptions about the importance of, for example, stability, developing staff, or maximising output.
Leading on from the systems theory is the contingency theory, Cole and Kelly (2011, p3) state that they both “emphasize the need to take specific circumstances, or contingencies, into account when devising appropriate organizational and management systems”.
Fiedler (1967) was the first theorist to use the contingency management and leadership model.The Contingency theory is arguably an extension of systems, depending on behaviour, approaches of the management and the circumstances, organisational influence, situation factors and the need to be flexible, this can determine the success of the organisation, these factors become more complex within modern youth work management. Handy (1999) explains the factors can be manipulated, controlled and measured, there are 3 key elements, which consist of people, work and structures, systems and procedures, they are the aims and objectives of the organisation, the assessable technology and shared beliefs, values and assumption are the workers at the service (Mullins, 2007, cited in Ord, 2011).The systems and contingency theories both come with challenges, managers need to identify the difference between detached youth work and centre-based youth work (Ord, 2011), as well as deciding which theory fits best for a more effective outcome for young people in the community.
The main leadership theories are trait theory, leadership behaviour theory, contingent and situational theories, path–goal theory, leader–member exchange theory, emotional intelligence theory and the leadership brand (Armstrong, 2012, p19).
The focus will be on the trait, and situational leadership theories, In the context of leadership theories, it is argued that there are a numerous number of elements and no true meaning, (Northouse, 2010, cited in Ord 2011).
When referring to the trait theory, it is argued that this theory of leadership cannot be learnt, as they say people are born with the ability and qualities, however, there are many that dismiss this notion that the characteristic attributes are past down to humans at birth (Ord, 2011). Trait leaders are recognised for the person carrying out the work and not focused on the tasks they complete (Cole and Kelly, 2011). 
Trait theory is based on characteristics of the people, their personality and is one of the most well-known theories. Adair (1973, cited in Armstrong, 2012) argues there are several traits that leaders can have, when communicating with people they show enthusiasm that makes them eager to focus on the task ahead, they approach situations with confidence and have self-belief, however, not to excessive as this could be classed as being conceited, they are resilient when tackling challenging issues, while remaining under control, they show warmth by being kind and recognising people's feelings, they present integrity for people to have trust in them and honesty when they encounter problems, they will listen to people concerns and take the blame, being responsible for their actions, although these mix of traits alone does not necessary make a good leader. Leaders change their behaviours to adjust to different situations when they occur, when these theories related to other theories, the development of the contingent and situational theories was established.
According to Northouse (2010, cited in Ord, 2011) Trait theory in youth work is still used, although it has been modified to fit with modern day attitudes (emotional intelligence theory) and is based on the skills, competency and problem solving, the combination of theories continues to inform leadership.
 
It is stated by Hersey and Blanchard (1974), situational leaders are an addition to the contingent theory, where the leaders will be directing, coaching, supporting and delegating, several years later (Hersey et al, 2001) named this as telling, selling, participating and delegating. Therefore, depending on the organisation setting, situational leaders have thereafter made changes to their actions making the elements equal (Cited in Armstrong, 2012).
Situational leaders are influencers, their style is more temporary and is base to the notion of right place, right time. Situational leaders are mostly used within the private sector, the aims and objectives are to help leaders grow in their performance, obtaining knowledge and skills for the organisation to invest in their workforce, the importance on the organisational needs is to prioritise the needs of professional practitioners, and young people in youth the setting (Ord, 2011).
Youth and community workers and managers that run an organisation or a public service in today's challenging financial environment face austerity from lack of funding. The funding requirements from The Welsh Government are limited, although they are committed to invest unprecedented amounts of funding into the youth services, furthermore core funding from the Council for Wales of Voluntary Youth Services (CWVYS) and investments from the Youth Support Grants, are continuing to support youth work opportunities across Wales. However, staffing levels and resource levels affecting services still pose problems, although youth work funding is available for training to recognise youth work as a professional qualification in Wales and the introduction of youth work registration was put in place to increase status (Welsh Government, 2019).
Managers and leaders in youth work are working in collaboration with multi agency teams, to have joint objectives and goals for young people's projects “collaboration is common within the youth work field and projects are realising the value of collaboration in project development” (Council for Wales of Voluntary Youth Services, 2014, p6) this can boost resources and knowledge throughout organisations with while sharing ideas. However, when working with partnerships, responsibilities are mainly carried out alone, it is key to have effective communication and meet with the teams regularly to ensure their part of the task or project is up to date. 
Managing a youth service using Mckinsey's 7s model, aligns with the contingency theory, by calculating the elements managers can work out the inconsistencies in the organisation, in youth work these managers can apply this to see if the project or the team needs to be focused on more clearly to achieve better results, this is where the contingency part appears, to balance all the elements to have work efficiency and effectiveness throughout, and to analyse data to make changes for the future of the organisation. To do this, organisations apply the 7s to the model, the hard elements are strategy, structure, systems and the soft elements are skills, style and staff, shared values, is the central element (Mindtool, 2020).
In youth work local authorities or voluntary organisations need to manage their resources and budget in a better way, to ensure productiveness they need to identify clear outcome before planning takes place. Projects and activities need to be shown they are excellent quality for money and worth investing in and showing support to young people. Projects and programmes are therefore, to be placed on the internet for their funding investors and the young people to give a breakdown of costs, find out where the projects are, their timings and the availabilities and accessibilities of the service (Hoggarth, Merton, and Tyler, 2009). 
In the digital age, youth work has become more available and accessible through youth project online, the main source for information can be placed on social media where this gives young people the opportunity to find what is happening within their community. Young people face complex issues and safeguarding them is priority. The policies, procedures and guidelines from the Welsh government which involves Covid-19 is an added pressure, where decisions must be made. Youth managers must take responsibility and risk assess the setting with a maximum amount of young people being reduced, still ensuring they get access and or their needs met through other means (National Youth Agency, 2021)
According to Hoggarth, Meron, and Tyler (2009, p110) Innovation could and should be sustainable. It often attracts special funding because government or some other sponsor wants to back youth work that can be shown to 'make a difference' and provide solutions to problems that other services cannot. 
However, this can also pose problems by risk taking, some youth services are set in their existing ways and feel threatened and resistant to take on changes and new ideas. (Hoggarth, Meron, and Tyler, 2009).

[bookmark: _Int_sNuvt4H6][bookmark: _Int_FbJHTFgy]To conclude, there are a number of management theories that youth workers adapt to, systems and contingency theories were the main focus, while demonstrating that they appear dominating in youth work services today. There are also several leadership theories, trait and situational theories are used to help organisations grow. Differences between managers and leaders are conflicting depending on the situation and methods in which they are conducted. Managers and leaders adapt to leadership styles in which their behaviours can determine the efficiency level of the organisation through their characteristics they display to encourage their workforce.
[bookmark: _Int_SjrbuX4e]It is essential for young people in the community to develop their learning and educational needs, to inspire and encourage them to achieve their goals, Youth workers are there to support and provide informal, non-formal education for participation and inclusivity. Youth work management, plan projects and programmes by managing and leading their workforce successfully to achieve these outcomes within the private, public or voluntary sector. Managers must demonstrate that they are dynamic, showing their positive characteristics and flexibility towards their staff and the young people they support to maintain good relationships and partnerships to shape the country prospects. Youth work managers and leader will in no doubt come across barriers to overcome which can be a challenge, with consistency and team involvement while different elements added to the service can drive the organisation forward. However, challenges due to government funding cuts, austerity and covid related issues have forced project closure therefore, youth workers have identified these challenges to come up with innovative ideas to provide services for young people across Wales.
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