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ECYW5002 - Supervision and Management Portfolio
This assignment has two parts. Section one is a portfolio of reflective accounts, using Gibbs reflective Cycle (Gibbs cited in Mulder, 2018). Vickie Lovell (the supervisor) met with her colleague from Neath Port Talbot Youth Service, Spencer (the supervisee) for six supervision sessions. During these sessions the supervisee would discuss issues, concerns, or accounts of things that happened during his professional practice. The supervisor would then help and support the supervisee, by suggesting practical ways to improve their practice and suggesting further reading. The supervisor used different managerial styles and types of supervision, throughout these sessions, depending on what was discussed. The second section is a critical review of leadership and management theories and their application to practice. During this section there will be a focus on the financial challenges that youth services face and how different leadership and management styles keep this in the forefront of their mind when working with young people. 
Part one
Reflective recording 1 
Before the first supervision session, the supervisor was feeling anxious as she had never had the responsibility of supervising anyone before. However, she had planned out everything that she wanted to cover during the meeting and shared this agenda with her supervisee beforehand, this made her feel calmer and more prepared. The first meeting was held on the 11/10/21. At the start of the first supervision meeting, the supervisor took the time to get to know the supervisee on both a personal and professional level, they discussed their feelings and anxieties about the placement and about the supervision sessions. The supervisor explained the role of these supervision sessions to the supervisee, they discussed the boundaries that they will follow during the supervision meetings and completed a supervision contract together. They discussed things such as timing for future supervision sessions and both made a note of these session in their calendars. At this point the supervisor was feeling proud, because Spencer the supervisee understood what was expected of him during the meetings which meant Vickie had used clear communication skills to make sure that the information came across. On evaluation this supervision session went very well, both parties had the opportunity to share their thoughts and opinions, and the supervisor used active listening techniques, such as verbal affirmations to support and show the supervisee that the supervisor was taking on board everything that the supervisee said (Doyle, 2020). When analysing the supervision session, Vickie constructed this supervision meeting in a planned and formal way, she had a written agenda which was clear and covered everything that she wished to discuss with her supervisee. She followed the suggested plan, where she prepared for the supervision, by finding out what needs to be covered both in the present and future (Sapin, 2009). In addition, the supervisor conducted the session following the administrative function of supervision, making sure that the organisations policies were read, and contracts signed (Curran, 2013). On conclusion the supervisor conducted the first supervision meeting in professional but also supportive manner. She located herself in relation to her skills and previous experience and was able to use her feelings and emotions to support the supervisee and complete all necessary points and paperwork. The supervisor was able to sooth both herself and the supervisee by the end of the meeting. This allowed them both to leave the session feeling listened to, supported, and happy that they achieved the set aims for the supervision session (Sapin, 2009). Next time Vickie has to supervise a new person, she will remember how nervous she felt before this supervision session, and Vickie will then remember how much more nervous she felt when she was being supervised for the first time, and that Vickie felt better when she saw how clam the supervisor was. The supervisor Vickie will then try and portray that calm presence with her new supervisee, which will hopefully reduce their anxiety about the supervision session and allow them to open up and communicate their problems (Merson, 2018).
[bookmark: _Hlk85727215]Reflective recording 2 
[bookmark: _Hlk86073188]The second supervision session was held on 18/10/21. The supervisor did not prepare as much before this session as she wanted to let the supervisee have full control over what would be discussed during the meeting. However, the supervisee also did not prepare anything before this session. This made Vickie the supervisor feel deflated and frustrated as she was unsure of how to lead the rest of this supervision session. Vickie then asked Spencer to talk her through what happened during his cyber bullying activity in club last week. Spencer opened up and explained what did not go well for him during the activity. The supervisor then felt reassured that they would have things to talk about during the meeting. Vickie then helped Spencer to think about what he could do next time to improve the activity, and suggested he speak to the young people and ask them for feedback, which will then help him to plan for future activities. By the end of the supervision session the supervisor was relieved that the meeting was a success, and that Spencer had ways to help improve his professional practice. When evaluating this session, the supervisor took a laisser-fair leadership style, as she wanted to allow the supervisee the freedom to discuss issues that affected him (Lewin, 1939). Unfortunately, this did not work as well as the supervisor had hoped, as Spencer did not bring anything to discuss to the meeting. However, the meeting was a success as the supervisor was able to use effective leadership skills and direct the supervisee and the conversation toward a common goal, which was to improve Spencer’s professional practice, and help him create engaging activities for the young people (Yukl, 2002). On analysis the supervisor switched between McGregor’s Theory X and Theory Y, during this supervision (McGregor citied in Lorsch, 1970). At the start the supervisor was demonstrating Theory Y, as she believed the supervisee would seek responsibility and bring discussion points to the supervision session. The supervisor then moved more towards Theory X, as she now felt the supervisee was avoiding responsibility. However, once the supervisor had given the supervisee a bit of direction, Spencer took over and explained what happened during his activity. Then the supervisor Vickie moved back towards Theory Y, as spencer was able to come up with his own suggestion to improve his activity, and Vickie was just supporting. To conclude the supervisor did well switching leadership styles, to suit the situation and help benefit the supervisee. Which in turn would then benefit the young people that Spencer was working with. For the next supervision meeting the supervisor will create a brief agenda ahead of time and send it to the supervisee. This will allow a simple structure to the supervision meetings and give them pointers to help steer the conversation. In addition, the supervisor will also remind the supervisee a head of time to prepare and bring something to discuss during the meeting, such as a reflective record or activity plan. 
Reflective recording 3 
In preparation for the fourth supervision meeting, the supervisor Vickie made a brief agenda, stating that first they would spend some time talking about how their weeks had been, then it was an update on work and caseloads, then finally they would discuss what the supervisee had brought to the meeting. Vickie sent this to Spencer ahead of time, so that he could think about what he wanted to bring to the meeting and discuss. This left the supervisor feeling very confident that they would have a productive and helpful supervision. During the supervision on the 25th of October, Spencer brought an activity plan for LGBT awareness activity he wanted to run within youth club. The supervisor and supervisee looked through the plan and after some discussion Spencer made some changes to bring the activity in line with Covid regulations. Vickie then asked Spencer to go away and make a risk assessment for the activity before she could clear it for use in club. However, Spencer had not been trained on writing risk assessments, therefore Vickie made a note to book him on the next available training. They also scheduled a time where they both could work on this risk assessment together to give him some practice. By the end of this session the supervisor was feeling accomplished as they worked together, and it was a successful meeting. On evaluation, the supervisor used a democratic leadership style, where she partly planned the supervision meeting, by creating an agenda, but left each point open for Spencer the supervisee to discuss what he wanted to during the meeting, this allowed the meeting to have structure but gave Spencer the chance to discuss anything he needed to. This democratic leadership style was also evident during the meeting when they were discussing how the activity plan could be improved, as the supervisor helped the supervisee to come up with his own ideas rather than tell him how to improve (Lewin, 1939). After analysing the supervision session, the supervisor focused on the educational function of supervision, as Vickie saw that the supervisee needed more understand around risk assessments and therefore organised training, as well helping the supervisee learn ways of adapting sessions to fit in with current Covid guidance (Curran, 2013). To conclude this was a successful supervision meeting, where both the supervisor and supervisee worked together to help the supervisee upskill himself and therefore become a better practitioner. Carroll states “Supervision creates a safe, supportive environment where the supervisee can reflect on practice and development” (2014, p14). Which is what Vickie the supervisor manged to create in this session. The supervisor’s action plan is to try and duplicate this in all future supervision sessions, for example, the supervisor will create the basic agenda, so that the session has a structure but leave the discussion topic up the supervisee. The supervisor will also do her best to create the supportive and welcoming environment so that the supervisee feels able to bring up any issues and concerns. 
Reflective recording 4 
The fourth supervision meeting was planned for Monday 1st November. However, during work on Friday 29th, the supervisor Vickie noticed that Spencer was struggling at his desk trying to fill out spreadsheets and seemed very stressed. Vickie felt worried and concerned about Spencer, therefore she took him into a quiet room for an informal Ad Hoc supervision (Wonnacott, 2014). During this spontaneous meeting the supervisor showed the supervisee easier ways to impute the information onto the system. Vickie then demonstrated how different monitoring systems are used within the organisation and explained that it is easier to complete this on a daily or week occurrence rather than monthly before the report gets finalised. They also discussed Spencer’s work colleague relationships, which were making it difficult for spencer to concentrate on his role, as an incident had occurred with another member of the team. After the meeting Vickie was relieved that spencer could now complete his work and had a better understand of the reporting and monitoring systems. On evaluation the supervisor did well to notice that the supervisee was distressed and needed support, she was mindful of their surroundings, and brought him into a quiet space so that he could talk openly. This created a neutral, supportive, and Challenging environment for the supervisee (Sapin, 2009). When analysing the meeting, it was good that the supervisor took the time, out of her day to discuss the issues that were affecting the supervisee. The supervisor helped him on both a managerial level with his work, and on a more personal level with his work colleague relationships. This demonstrates that the supervisor was doing both the supportive and administrative functions of supervision (Kadushin, 1992). To conclude this Ad Hoc supervision meeting went very well, it was used appropriately, along with consideration of the surrounding environment to best support the supervisee. The supervisor also understood that it was best stop what she was doing and take a little time out of her day to support the supervisee, which in turn would benefit the organisation and the young people that the supervisee was working with. The supervisor appropriately used both the administrative and supportive functions of supervision to make sure the supervisee could complete his work, and also checked up on his emotional well-being. Vickie is now confident that spencer can input the data onto the monitoring system and will be able to resolve the issues with his colleagues. Vickie the supervisor feels more confident that if Spencer the supervisee did not know how to do something or handle a certain situation, that the supervisee would come to her and ask for help rather that worrying about it and trying to wait until the next supervision meeting. If this was to happen again, Vickie would follow the same steps and bring the person into a quiet room and discus what the issues were and try and help that person find their own solutions. 
Reflective recording 5
The Fifth supervision meeting was held on 8th November 2021. The supervisor Vickie was looking forward to this meeting, as she had planned things in advance, and she knew what to expect. The meeting followed the same agenda as previous planned supervision meetings. The supervisee talked about his week, they discussed the supervisee’s caseload, and then discussed an activity plan that the supervisee had made. The supervisee Spencer then stated that he had been asked to cover another member of staff in a new youth club next week. Spencer said he was extremely nervous as he had never been to this youth club before, and therefore he did not know the young people or the staff. The supervisor then thought back to when she had recently covered an unfamiliar youth club, and how she felt beforehand. The supervisor then gave Spencer some mindfulness techniques to clam him anxieties before he goes in, and suggested he keep an open mind. Vickie also suggested he be ready for any activity that they want him to deliver, although Spencer should go prepared with an activity plan of his own. After this supervision meeting the supervisor Vickie was relieved with how the supervision session went and how useful Spencer stated her advice was. When evaluating this session the supervisor used effective active listening skills, and appropriate body langue to show the supervisee that he was being listened to. The supervisor sat with an open posture to allow flow of conversation, and then mimicked the supervisee’s body langue when he was expressing his feelings, in an attempted to connect with him on an emotional level (Tennant et al, 2021). Recognition of self was another thing the supervisor did well, she was able to recall a time where she was going through a similar experience to what the supervisee is currently going through. She was also able to use her experience to provide the supervisee with support and advice to make the supervisee’s situation better (Sapin, 2009). When analysing this supervision meeting, the supervisor mainly focused on the restorative function of supervision during this meeting. Vickie the supervisor tried to create a positive and open space where the supervisee could express their emotions, while feeling listened to and understood (Proctor, 2008). This positive environment also enabled the supervisor to think on the spot and come up with tips and advice to support the supervisee. To conclude the supervisor was able to effectively support the supervisee during this session, by using her active listening skill, appropriate body langue and recognition of self, to help the supervisee over come his anxiety of coving an unfamiliar youth club. This supervision session went so well that the supervisor is going to try and recreate this environment in all future supervision sessions. She will be prepared a basic agenda, conduct the meeting in a neutral environment, use activate listening skills, and positive body langue to support the supervisee and show the restorative function of supervision. 
Reflective recording 6
Before the sixth supervision meeting Vickie the supervisor, was feeling deflated as this was the last one of their scheduled supervision meetings. Vickie had created and sent an agenda to Spencer beforehand as usual, however this agenda was more structured as it included closing paperwork that they needed to complete. During the meeting on the 15th of November, they discussed how the supervisee had been getting on with his caseload, and how things went at the youth club he covered. They also discussed ways he could improve his evaluations and make more detailed session records. The supervisor then moved the conversation onto an evaluation of their supervision sessions and asked Spencer if he thought these meeting had been helpful. Spencer stated that members of the management team have commented on how well he has improved over the last few weeks, and Spencer thought that was due to the supervision meetings. Vickie then encouraged Spencer to frequently reflect on his work with young people, by himself so that he can improve his practice. Finally, Vickie told Spencer that he can come and talk to her at any point if he needed support or had any questions. After the supervision meeting Vickie felt sad that it was over but humbled that she had had such a positive effect on Spencer and in turn on the young people he works with. On evaluation this meeting was a productive, supportive but an emotional supervision session. The supervisor Vickie conducted the session following the administrative function of supervision, the supervisor made sure that the closing paperwork was completed, and that Spencer the supervisee understood and benefited from these supervision sessions, therefore making sure they were not a waste of the organisations time and money (Curran, 2013). With analysis, it can be seen that Vickie constructed this supervision meeting in a formal, planned way. She had a written agenda which was clear and covered everything that needed to be discuss. They reflected on the past, covered all the necessary paperwork that need to be completed and then discussed ways Spencer could support himself in the future (Sapin, 2009). To conclude the supervisor conducted the final supervision meeting in professional but also supportive manner. She was able to control her feelings of sadness and focus on the feelings and needs of the supervisee Spencer, and also complete all necessary paperwork needed by the organisation. The supervisor was also able to make sure that Spencer the supervisee did not feel like he was just being left alone after this final session, instead she was able to make sure he knew techniques to improve his own practice and where to go if he needed future support. Next time Vickie the supervisor has to supervise someone, she will think back to these supervision sessions and how she was nervous at the start but got more comfortable as the session went on. Vickie will also learn by her mistakes in regard to planning the sessions and having a brief agenda made up ahead of time, which will give structure to the meetings. Finally, Vickie will remember the three functions of supervision and try make sure she is supportive while also performing the other functions of supervision. 


Part Two
This section is critical review of leadership and management theories, and how they apply to practice. It will explore the financial challenges that many youth services face and how this affects the different leadership and management styles that practitioners use when working with young people. Management is often referred as controlling a group and their actions to accomplish a goal. Whereas Leadership refers to an individual’s ability to influence, motivate, and enable others to contribute toward a common agreed goal (Nayar, 2013). 
Youth Work in Wales Principles and purposes state that youth work should consist of “educational opportunities and experiences which challenge young people to enhance their personal, social and political development” (Youth Work in Wales Review Group, 2018, P4). However, due to a hostile economic climate services for young people have been decreasing and therefore the educational opportunities and experiences are becoming less, which is having a devastating effect on what is offered to young people (Wylie, 2010). This means employing people who possess effective leadership and management styles has become even more important. 
[bookmark: _Hlk87118510]The first leadership and management theory is McGregor’s theory X & Y. If a managers is theory X, they believe that the employees dislike their work and have little to no motivation. This approach usually involves micromanaging people's work to ensure that it gets done in the way the manager sees fit (Girling, 2015). This managerial style can be seen in youth work when practitioners need to hit targets in relation to funding. This is evident within Neath Port Talbot local authority youth clubs, as staff are required to provide activities that hit five categories on a termly, or even weekly basis dependant on where the funding has come from. For example, every youth club must hit a target of 50% of their members engaging in Welsh activities every month. It can be argued that the theory X managerial style that is needed to enforce these activities does not belong within a youth work setting. It goes against one of the main values of youth work, which is that participation by the young people should be voluntary (Youth Work in Wales Review Group, 2018). However, theory Y managers believes that the employees take pride in their work and want to be there. Managers who use this approach trust their employees to take ownership of their work and do it effectively by themselves (Girling, 2015). It can be argued that this is an effective managerial style when it comes to youth work, as practitioners tent to enjoy working and supporting the young people, as well as being creative when it comes to activities and projects that will benefit the young people they are working with. Therefore, they do not need to be micro-managed.
The next theory is Kurt Lewin leadership styles. Lewin suggested there were three leadership styles which people fall into. The first one is authoritarian, these leaders make independent decisions, with no input from the rest of the group. On the opposite side is Laissez-Faire leadership, these leaders offer little or no guidance to group members and leave all the decision-making up to them. Then finally there is Democratic leadership, people within this leadership style encourage participation within group members and consider their views when making the final decision. Democratic leaders make their employees feel like they part of the team, which helps motivation and commitment to the goals of the group (Billig, 2014). Within less than a decade youth services in England and Wales have had their budgets cut by 70%. Therefore, cash strapped local authorities have had to divert money away from mainstream open access provisions such as youth clubs, towards more targeted provisions such work with NEET young people and homelessness provisions (Weale, 2020). In order to do this managers and practitioners have had to adopt an authoritarian leadership style and make sure they are only working with young people who fit the projects needs and aims. However effective youth work should be inclusive and provide all young people with opportunities (Youth Work in Wales Review Group, 2018). An example of effective youth work practice is when practitioners adopt a democratic leadership style and consult with the young people about what activities that have enjoyed, and what activities in relation to the project they would like to do in the future. This helps empower the young people. This style also gives final say to the practitioner who would need to consider funding and project aims before agreeing to any activity. 
[bookmark: _Hlk87122652]The Final theory is Fiedler’s Contingency Theory. This theory states that different situations call for different leadership styles. However, most leaders have a fixed leadership style, therefore an organisation must match a person’s leadership style and traits to the job in order to achieve its aims (Ward, 2021). It can be argued that directors of youth services adopt Fiedler’s Contingency Theory when employing their staff and management team for the various projects. For example, managers of an open access youth club may have to be diligent in regard to what activities they are offering in relations to limited funding, but these managers would also need to have a laidback approach and let their staff listen to young people and use their creativity to plan fun and engaging activities. On the other hand, managers who run targeted provisions may need to be firmer to make sure the activities are in line with what the project is trying to achieve. These managers would also need to be firm and exit young people once they have achieved the goal of the project. This could have a negative effect on some young people who may need further support, as many provisions have had to close due to funding cuts. This could result in thousands of children being at risk of slipping through the cracks and into crisis, due to funding for children’s services being cut by a third since 2010 (Bulman, 2019).
To conclude youth work practitioners should be able to demonstrate multiple leadership and management styles when working with other practitioners, funders, and young people. This is dependent on the situation, funding, and project aims. An effective youth work practitioners should be able to balance the role of and responsibilities of a manager while using effective leadership skills to motivate their employees to complete tasks. Youth workers should try their best to take a demographic leadership style, where they listen to the views and work with young people as well as funders to create projects and activities that are fun, engaging, and educational for the young people they are working with. 
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