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FECYW7003 Assignment  
Part 1: Practice logs 
Part 2: Critical review 

Part 1: Practice logs 
Mo, O’Donaghue and Wong (2020) show us how social work supervision has developed alongside social work practice, moving away from the initial managerial construct of supervision to incorporate the supervisee as a main agent of this supervision process in an interactional relationship-based activity. The authors also show how three prerequisites are essential for the supervisory process to be effective, knowledge of supervision, how to apply it and how to process outcomes of supervision. This assignment will use practice logs to develop knowledge of the supervisory position, and hopefully undertaking supervision as a role will help improve how to apply this knowledge into practice, reflection on these logs will assist with the formulation and processing of my understanding of supervision and its role in social work.
 
Practice Log 1: Supervisory Relationship and Supervision Contract 
A 60-minute session prior to the supervisory session was arranged to formulate a supervisory contract. Lambley and Marrable (2013) discuss how supervision in social care must be adaptable and is associated with a range of benefits for service users' staff and the organisation. Lambley and Marrable (2013) found that; supervision improved relationships between staff and managers, supported innovative practice and supported individual workers, which in turn meant better support for service users. 
The supervisee was known to me prior to the start of the sessions. The supervisory session was online and lasted 60 minutes. The initial meeting was in an informal setting and followed a relaxed format. We discussed the aim of the supervision and completed the contract. 4 objectives and functions of supervision have been noted (SCIE, 2017a); competent accountable performance, continued professional development, personal support, and engaging individual with the organisation. Completing the contract was straightforward because I had prepared a template contract in advance and the supervisee already had good knowledge and knew the importance of why the supervision contract needed to be done. We both discussed supervisee’s professional workload and expectations from supervision, allowing us to fully understand and familiarise ourselves in a professional context in line with SCIE (2017b; 2017e). 
The relationship and shifting from previous established relationship to professional relationship was enjoyable and meant the relationship building aspect of this role was in many ways already done. Hardy (2017) shows how professional relationships are time-bound, structured, and have distinct purpose. I maintained a professional manner throughout to set expectations for all subsequent supervision to be as effective as possible, also noted as important by Hardy (2017). 
As the supervisee was known to me, I thought initially it would make it easier to carry out the supervision but found it more complicated because of the barriers it caused with having to be in a professional relationship as well as maintaining a separate relationship with the supervisee. SCIE (2017a; 2017b) note how good relationships are essential for effective practice but also note that professional boundaries need to be established.   Being in the role of supervisor I felt nervous because I did not have experience with being a supervisor before and did not have the full understanding of a supervisor's roles and responsibilities even though having the research tools and information to gather knowledge and practice helped prepare myself for being the supervisor. 
I thought the initial meeting would be informal, however, with doing the supervision and being the supervisor, I found myself blending both formal and informal styles throughout the meeting.  
SCIE (2017c) discuss diverse ways of providing supervision and it was decided to work in a formal planned way with regularly scheduled meetings, however, it was made clear that formal supervisory meetings in response to concerns were available if required. I have had experience being a supervisee which helped me understand the purpose of supervisions and the importance of good supervision. The SCIE (2017d) shows the value of supervision, noting a strong relationship between good supervision and outcomes for workers and service users. 
Creating a formal contractual document allows expectations, commitments, boundaries, aims and purpose to be set out (SCIE 2017b; 2017e).                                       Collaborating on the contract together ensured that the supervision was appropriate and individualised towards the supervisee (2017e). My skills, knowledge and understanding helped to establish a professional relationship with the supervisee, formulating a plan for supervision that was agreed upon, setting up foundations for an effective, two-way process supporting, motivating, and enabling the development of good practice (Care Council for Wales, 2012). 
Establishing expectations for the supervisor/supervisee relationship helps to set out what is required for professional supervision in this context, allowing areas of discussion to be explored further in subsequent meetings. This process assists both managers and staff to identify areas of knowledge and professional development that may be extended upon. It would be beneficial to review this contract after 26 weeks to see if any aspects need to be revised in line with recommendations (SCIE, 2017e). This gives the opportunity to reformulate supervision if required and adapt to any changes that may occur to organisational agenda and to supervisor personal circumstance or workload. Being adaptable with this supervision ensures it remains purposeful (Department for Education, 2019). The contract template I had prepared in advance was provided by the lecturer. On reflection, I could have researched existing supervision contracts in more depth prior to the first meeting and chosen one that suited the situation better. However, I believe that by collaborating on this agreement, the template was individualised enough to incorporate what the Supervisee expected from these supervisions. Reflecting on the effectiveness of this first meeting I believe that prior communication with the supervisee really assisted in streamlining the process and not requiring as much relationship building at the outset of the meeting, this allowed both parties to move straight into work on completing the supervisory agreement. 












Practice Log 2: Supervision Environment and Developing a Supervisory Relationship 
The supervision was undertaken at home on Teams. This was in a private, quiet space, accessible for both of us to attend. Microsoft Teams® (2021) is a digital platform allowing conversations, content, assignments, and meetings in online environments.
Covid 19 forced many services into online environments (Ó Súilleabháin, Burns and McCaughren, 2020; Abrams and Shklarski, 2021). This has meant that myself and my supervisee have developed the basic abilities required to conduct the meeting over the last 2 years and both felt confident with this setting. Remote sessions were sometimes awkward in terms of having a constant mirror of your face as a distraction. Having an agenda of discussion points or a structure to the meetings (Booker, 2020) could assist in keeping conversations productive. Whilst Research in Practice (2020) notes how the same location, resulting in a familiar and comfortable environment, ensures a safe space is created for open and honest discussion, however online environments are different from classic supervision settings (Research in Practice, 2020). Cues that are often used to tell if somebody is comfortable or understands may have been lost through this remote setting (especially if cameras where disabled for some reason). On these occasions however both parties were professional and attended (with cameras on) and the sessions seemed effective.
Positive aspects of the supervision environment (Teams®) included accessibility and flexibility and less time constraints (Booker, 2020) as meetings could be organised around work and University schedules. The remote nature of sessions meant both parties had no travel costs or time constraints resulting from attendance. Disadvantages included technology issues, internet dropouts and distractions in the home environment. Confidentiality could be deemed at risk in this situation, with other members of households present there is a risk of confidentiality being breached (Ó Súilleabháin, Burns and McCaughren, 2020). Similarly, there is a possibility of both parties not fully divulging information and concentration being lost with other household members nearby, but there are tips to help reduce distraction in these online environments (Khurram, 2020). Body language including gestures, postures and facial expressions are important in meetings and can convey messages to others (Vlachoutsicos, 2012; Research in Practice 2020). The teams setting for these supervision meetings could have limited this body language knowledge of how the meeting was going. Setting expectations in the first meeting allowed this session to be more streamlined (Domakin, 2020). The relationship changed from initially a friend/peer relationship into a professional relationship, benefitting both parties to acquire new knowledge and experience of supervision. With supervision a relationship-based practice (Research in Practice, 2020) the relationship between ourselves was important and needed to be maintained and positive (SCIE, 2017f), as without good relationships, other aspects of the supervisory role are less effective (SCIE, 2017f). 
Inappropriate environments such as noisy, uncomfortable, or public spaces would create a host of distractions, effecting the relationship of both supervisor and supervisee, and limiting the effectiveness of these sessions by distracting from the main purpose of them. There are multiple risks to confidentiality in this remote environment, unintentional screen sharing of information during meetings, Teams has introduced some measures to assist like sharing only files and not full screen sharing (Khurram, 2020). According to Research in Practice (2020) it is important to remember the current situation and that people ‘working from home’ are ‘at home, during a crisis trying to work’. This and other principles for remote working during Covid (Research in Practice, 2020) should be considered whilst undertaking any meeting. The authors of Research in Practice (2020) also indicate that service profession workers are under additional stress resulting from the pandemic, pointing out added importance to relationships between participants for effective supervision. Using some of the supervision time to maintain or expand on the relationship and emotionally engage (Ó Súilleabháin, Burns and McCaughren, 2020) assists monitoring and evaluating supervisee wellbeing.
Khurram (2020) suggests that supervision environments could be improved with better knowledge of remote working technology, ensuring accidental sharing of information can then be mitigated against by both involved parties. Managing participants and microphones throughout meetings allow organisers to keep control and move through meeting agendas. To develop the professional relationship, Beaumont (2015) shows that active listening is an effective tool, building trust increasing knowledge and accuracy, and building relationships. 
Active listening and gaining more technological ability on remote working apps would assist in my role as a supervisor. Confidentiality in online environments is complicated and requires increased knowledge of programs and how to avoid these risks.




Practice Log 3: The Functions of Supervision 
The three main functions in supervision are supportive, managerial and education also known as Normative, Formative and Restorative. These three functions support the supervisee as well as the supervisor (Kadushin, and Harkness, 2014). Hawkins and Shohet (2006) also defined three areas as Developmental, Resourcing and Qualitative (Evans et al., 2015). According to (Kadushin 1992) the supportive supervision focuses on the supervisee’s morale and job satisfaction with the goal of improving these, with being supportive to the supervisee it helps with focusing on the emotional side of work, such as the effects of dealing with who are experiencing difficulties. Hawkins and Shohet (2006) have similar definitions and understand that the supervisor guarantees that supervisees are not left to carry challenges and problems that develop at work on their own, unnecessarily. It is a space to vent some of the stressors associated to their work and then explore strategies to deal with them (Evans et al., 2015). According to Herman (2012) reflection plays a vital role in promoting critical thinking and allows for action research to be undertaken, these accounts can be used as learning tools for practice. Herman (2012) continues showing how the McNiff action reflection cycle can allow supervisors and supervisees to move in new directions when exploring their role, building on observations to identify new actions. 
Supervision requires the establishment of a good working relationship that is safe, supportive, and beneficial, a place to unpack the impact of the work, overcome learning obstacles, be creative, and receive guidance when needed to support being compassionate, to support the development and deepening of ongoing personal mindfulness practise and its interface with teaching and everyday life, to be in the present moment (Evans et al., 2015). According to Bowles, and Young, C., (1999) the educative function of supervision allows managers to take control of the development of skills, knowledge, and comprehension, through a relationship-based activity that can identify opportunities. Kadushin (1992) states that the purpose is to help you build the information, attitude, and abilities you will need to execute your job. This is accomplished by reflecting on one's own practise. Supervisees are given an environment in which they can reflect on their job and explore different viewpoints of their role and exploring opportunities to improve their practice (Kadushin,1992), allowing for the development of new talents or skills, which will be useful in future practise. According to Evans et al. (2015) the purpose of supervision is to stimulate supervisee curiosity and understanding, as well as that of the supervisor, while maintaining a sense of inquiry throughout the process. This stimulation can be considered part of the process to develop and enhance skills in core competencies, to deepen knowledge and understanding of concepts and theory, and enabling workers to engage with teaching to provide feedback on strengths and weaknesses, which can then be incorporated into teaching, promoting reflective practise for learning to take place, allowing for different opportunities and a culture of seeking out added information and learning (Evans et al., 2015). 
According to (Kadushin 1992) the managerial function of supervision is assuming responsibility for standards and ethics, evaluation, and quality control, and ensuring that the supervisee makes optimal use of himself or herself. (Evans et al., 2015) say that to promote an ethical and safe practise, maintain standards and promote a duty of care true to what is being taught, adhering to core curriculums, and enabling mindfulness to be beneficial to people, first we must engender a sense of responsibility for the supervisee and the people they are teaching to do no harm, and to challenge misunderstandings or poor practise. An interesting paper from 2020 (Mo, O’Donaghue and Wong, 2020) explains how many of the standard company procedures that supervisors must undertake like meeting professional standards and accountability are threatening the function of supervision in social work and limiting the possibility for organisational learning. The authors suggest a change in approaching knowledge building in a multi-faceted way but explain how this is reliant on managers knowing what social work supervision is, how to put this knowledge into practice and how to effectively work through topics presented from this practice (Mo, O’Donaghue and Wong, 2020). 









Practice Log 4: Functions of Supervision and Application in Practice
The functions of supervision were unfamiliar to me at the start of this process. As the sessions progressed, and I reflected on sessions and my knowledge, I identified and researched areas of learning about the purpose and objectives of supervision, improving my skills in this area. This made me feel more confident in my role as supervisor and allowed me to approach the task in a more constructive way. Mo, O’Donaghue and Wong (2020) note that effective supervisory practice is dependent upon managers having supervisory knowledge, and the ability to put this knowledge into practice, I would still say I have a lot to learn but feel this assignment has really cemented the importance of effective supervision.
This session was about finding out how the supervisee was, whether the supervisions were still meeting her expectations or whether they needed to be changed to better suit. This allowed me to support the supervisee, ensure standards were being met and allowed us to discuss areas of opportunity for Continued Professional Development (Woods, 2006), the three functions of supervision as noted by Kadushin and Harkness (2014). The Supervisee was happy with meetings and finding them productive, and similarly upon reflection so was I. SCIE (2017g) note that self-checking the outcome of supervision is an important tool for keeping supervision effective, both supervisor and supervisee have developed learning through this supervision practice (Woods, 2006), a positive outcome. The second half of the meeting was discussing areas where developments and further learning opportunities (Woods, 2006; Kadushin and Harkness, 2014) could be made and finding sources of information to facilitate this. 
I feel more confident after gaining more knowledge and experience of supervision. The SCIE (2017a) tells us how this is a relationship-based activity so the primary focus for me to be effective is to work on my interpersonal skills (Bambling and King, 2014), ensuring a strong foundation for all supervision practices.
Bambling and King (2014) shows that the interpersonal skills of the supervisor play a vital role in how supervisees view the supervisory relationship and is also noted to improve outcomes resulting from the supervision process, with this knowledge I often put extra focus on the forming of this supervisory relationship, utilising active listening (Beaumont, 2015; Rogers and Farson, 2021, p.1-8) for sessions and feel this really benefitted both me and my supervisee. However, with my focus on cementing this strong relationship the functions of these sessions focussed on personal support of the supervisee and continued professional development, with less focus on ensuring standards.
Both supervisor and supervisee benefit from having supervisions (HCPC, 2021). Professional Supervision builds confidence, competence, and effectiveness by focusing on the individual's professional development needs and forms part of ongoing learning and development, facilitating the integration of theory and practise, and expanding access to various skills and strategies (Department for Education, 2020; HCPC, 2021). The supervisor or organisation benefits by partaking in a process that identifies and nurtures skills and abilities of its staff, increases perceived organisational support improving worker retention, job performance and workload management, and facilitating critical thinking in case analysis and planning (Carpenter et al., 2012). However, balancing the roles and functions of supervision is a tricky task for supervisors which is suggested (Department for Education, 2020) should be reflected upon to improve how this is approached by management staff. 
The initial contract could have outlined the functions of supervision to make sure the sessions ran effectively. This would have ensured both parties got the most out of the sessions. The Department for Education (2020) also discusses how having clear expectations in the initial contract and throughout sessions can assist with fulfilling all functions of supervision. The authors (Department for Education, 2020) also state that it is important to review these supervisions from both perspectives to ensure agreed upon expectations have not changed. Additionally, the SCIE (2017b) suggest reviewing initial contracts at specific times to ensure that those contracts meet the requirements of both supervisor and supervisee.
The outcomes are to revise the supervisory contract to better outline the functions of supervision and ensure it is meeting both parties' requirements, and to formulate an itinerary for the supervisory sessions allowing all 3 functions of supervision to be fulfilled in the time allotted.





Practice Log 5: Analysing my overall Role as a Supervisor 
This was my first experience as a supervisor. There was an initial meeting where the contract was completed and then 6 further sessions of supervision each lasting 1 hour over the course of a 6-week period (9th November 2021 – 14th December 2021). Sessions began with asking how the supervisee was feeling and to identify any topics they wanted to cover (Skills for Care & CWDC, 2007). After reflection on meeting 2, in subsequent meetings active listening (Rogers and Farlson, 2021 p.1-8) was used to expand on the supervisory relationship. The meetings then continued with pre-written questions in a structured agenda (Skills for Care & CWDC, 2007; SCIE, 2017e), concluding with follow-up discussion on previous key points. 
Initially I was not precisely sure of what was required of me to supervise but reflection on sessions helped me to identify areas of learning where I could improve (Davys & Beddoe, 2009), an essential part of social work and supervision (Carroll, 2010). This led to me learning about active listening (Nemec, Spagnolo & Soydan, 2017) and using the supervisory sessions to build a solid professional relationship. As supervision is a relationship-based activity (SCIE, 2017a) this was the right course of action and led to interesting and productive sessions. I had a good theoretical knowledge of the role of a supervisor, however, in practice I found it difficult to transfer this into action within a real-life setting because these roles were imagined for the sake of a university assignment.
The experience I gained was essential in developing my skills and practical application within a supervision role. I now understand more fully how reflective practice is essential for development in service professions (SCIE, 2017f; Fook, 2015; Ferguson, 2018), but also understand that several factors can limit how reflective workers can be especially in stressful and anxious situations that commonly occur in social work practice (Ferguson, 2018). Being a supervisor, and the process it involves was a beneficial experience for me to build on in the future, it was constructive in establishing a base set of skills for practice and I look forward to extending this skillset when possible and feel better prepared if I am asked to fill a supervision role.
The relationship building aspect of these meetings was successful, however, I could have allowed the supervisee more input into the agenda for these meetings to better identify relevant issues for her in the workplace (Skills for Care & CWDC, 2007). Although the supervisee was capable and appeared to have good levels of wellbeing, I could have prepared what I would have needed to do if they were not coping, to be more responsive than reactive, which has been highlighted as a concern for health care workers particularly in emergency situations (Carpenter et al., 2012). Considering different scenarios in advance will help me prepare for how I would react as a supervisor in certain situations within supervision sessions. In future I will develop a resource folder for myself to use when situations arise, it would have coping strategies, signposting, legal information to help me within my role.
Considering Das and Biswas (2018) competence learning model, at the beginning of these supervisions I was an unconsciously incompetent. I believe that reflection has given me tools to build and improve relationships, a cornerstone of supervision, and to identify learning opportunities (Davys & Beddoe, 2009). These learning opportunities progressed me through Das and Biswas (2018) model through to a level of conscious incompetence. With a skilled professional relationship in place sessions were productive and effective, helping me to understand the functions of supervision in practice. In combination with reflecting on supervision I would now consider I have edged closer to the next stage of Das and Biswas model gaining skills and experience, moving towards conscious competence in a supervisory role. However, I am concerned that without further practice in this area, my progression through competency in a supervisory role will stop.












Practice Log 6: Analysing My Role as a Supervisor, a Specific example of a supervision meeting
In supervision session two the supervisee brought to my attention the demands of the workload and submission dates being one week apart. This was discussed and the specific difficulties were identified, collaboratively we came up with potential options to tackle the issue and then a strategy to resolve the problem was agreed: the supervisee would contact the course leader and lecture asking what could be done to help. The following supervision sessions (3-5) involved monitoring progress and communication regarding the resolution of the issue: the submission date was extended by one week for everybody as it was identified that this issue was affecting the whole class. 
From my own experience being a student studying a master's degree I can relate to the pressure of the workload and deadlines put in place. I could empathize with the supervisee and their situation, while seeing things from their perspective, allowing me to be compassionate and supportive (Skills for Care, 2020). I felt that I wanted to help guide the supervisee in the most effective way that I could, however, I was anxious whether I was giving the correct information and following the correct procedures  
As a third party it was appropriate that I didn't get directly involved and it was suggested that the supervisee approach the tutor themselves, this promoted competence, noted in Skills for Care (2020) as an important outcome of supervision, and confidence to raise concerns in future situations (Skills for Care, 2020; HCPC, 2021). It is teaching the supervisee to take control of their own learning and understanding and not to rely on others to do things for them, growing their confidence as a practitioner. As a supervisor, facilitating professional development is vital to ensure staff have the knowledge, ability and confidence to talk openly, tackling issues and resolving problems raised within supervision meetings (Mo, O’Donaghue and Wong, 2020; Woods, 2006; Kadushin and Harkness, 2014) 
Time pressures come from a variety of sources. Active management of these pressures and tasks can allow workers and managers to form strategies of how to approach cases or workloads. I personally feel that being in control and taking responsibility of these pressures is beneficial for self-autonomy.
Prioritising tasks and deadlines, assessing urgency and identifying the risk of inaction could have helped the supervisee identify the workload and deadline issue in advance and plan to tackle the issue, in line with advice given by (UNISON and BASW, 2009). Once identified an effective plan of action could be in place to try to fulfil the multiple commitments of the supervisee.
Reflecting on this experience has helped me to identify key areas for future action when tackling issues highlighted within supervision. Open, honest discussion enables issues to be identified, but this is reliant on the supervisory relationship (SCIE, 2017a). With good relationships, collaboration between supervisee and supervisor can flourish with unique options and opportunities can be acknowledged and strategies formed (Skills for Care, 2020). The most appropriate strategies can then be put into action. With Regular supervision sessions there is the possibility to monitor progress until a there is resolution, continuing follow-up discussions and utilising knowledge to assess and identify if further action is needed and put it in place.



















Appendices
FIELDWORK SUPERVISION CONTRACT
Supervision Recording Format 9th November

	Practicalities
	
Supervisee and I will be meeting once a week for an hour on teams for the next six weeks.






	When, date and time, duration, how often we will meet, how many sessions 
	

	Boundaries
	
Safeguarding issues - would be passed on straight away if discussed. 
 
Boundary – confidentiality – if discussed about placement or university – supervisor would not pass on to them as it would be confidential – exception is safeguarding. 
 
Discussion including constructive criticism challenge confidential.







	
How we will maintain a professional dialogue and what content it will involve
	

	Working together
	Make sure to get the 200 hours for the placement. 
 
 Questions about youth work practice / community profiling, placement and university can come to me. 
 
Can contact me at any time but may take a bit of time. 
 
supervisee can send over work to supervisor to have a look over.








	
style of supervision and role of the supervisor/ supervise.
How to establish the relationship.
	

	Session Format
	
1-hour sessions on teams 
 
Supervisee to send supervisor any practice recordings or questions prior to our meetings.
Session will be divided in going over any previous questions and issues.






	
Will the session follow an itinerary?
How will the length of the session be divided up?
Discussion from note taking or memory 

	

	Organisational & Professional context
	



Supervisee to contact her organisation, university lectures and myself 






	 
Aims and objectives of session. Awareness of impact on health and wellbeing. Ethics of discussing incident.


	



[image: ][image: ]Signed (supervisee) 		Zoe Aylward			Date: 	9th November 2021		

[image: ][image: ]Signed (supervisor)		C.Thomson			Date: 9th November 2021















Supervision Recording Format 9th November 
	SUPERVISION RECORDING: 1

	DATE: 9th November 

	TIME: 6pm

	PEOPLE PRESENT: Claire Thomson and Zoe Aylward

	DURATION OF THE MEETING: 1 hour

	AGENDA/ DISCUSSION POINTS 

	1. Introducing each other, what they are studying and background 
2. Creating the contract and signing it
3. Discussion on where Zoe is doing her placement
4. Supervision boundaries
5. Zoes role and responsibilities in her field of work


	NOTES/ ACTION OF EACH ITEM

	1. Zoe is feeling very well and is enjoying her placement 
2. Effectively created the contract, it is going to be on teams as Zoe does not have transport from Fishguard to Carmarthen every Tuesday 
3. Zoe is currently doing her placement in a charity-based youth club for young people aged 11-25
4. Discussed with Zoe confidentiality regarding placement and contract 
5. Zoe helps assisting with other youth workers helping to plan and facilitate drop in activities 



	PROBLEMS ENCOUNTERED 

	
Zoe has lack of transport from Fishguard to Carmarthen


	HOW DID THE SESSION GO? CAN IT BE LINKED TO THEORY? 

	The session went very well, Zoe has highlighted the main theory's (NOS, five pillars) Zoe has planned to look closer at the five pilers, NOS, strategy for youth work.

Vallance (2018) discusses how ‘best interests’ and safeguarding responsibilities can affect confidentiality, meaning that workers are in a unique position where breach of confidentiality can lead to legal, ethical and clinical, dilemmas. Caldicott Principles should be used by anyone working in health and social care to guide practice (HSCIC, 2013; Training Express, 2021)
· Use the minimum necessary personal confidential data.
· Access to personal confidential data should be on a strictly need-to-know basis.
· Everyone with access to personal confidential data should be aware of their responsibilities.
· Comply with the law.
· The duty to share information can be as important as the duty to protect patient confidentiality.
· Inform patients and service users about how their confidential information is used


	QUESTIONS ARISING

	Zoe to continue link theory to her field work
Links to relevant confidentiality and safeguarding legislation for Wales. 
Social Care Wales. (2021) Resources and legislation. Available at: https://socialcare.wales/learning-and-development/resources-and-legislation#section-37651-anchor. (Accessed 9 December 2021). (Also sent to Zoe)



	DATE OF NEXT MEETING: 16th November 2021

	SIGNED:

	SUPERVISE         Zoe Aylward

	SUPERVISOR     C. Thomson









	
SUPERVISION RECORDING: 2

	
DATE: 16th November 2021

	
TIME: 18.00pm

	
PEOPLE PRESENT: Claire Thomson and Zoe Aylward

	
DURATION OF THE MEETING: 1 hour

	
AGENDA/DISUCSSION POINTS

	1. how Zoe has been and feeling
2. how work placement is going 
3. general workload for example working and placement and university  
4. has Zoe started to plan her drop in activities
5. training


	
NOTES/ ACTION OF EACH ITEM

	1. Zoe is feeling good and confident 
2. Zoe says work placement is going very well and is enjoying working professionally with her colleagues 
3. it is going well but the workload is full on and worried about her assignment deadlines being due in around the same time
4. yes Zoe has planned a ten-week indoor Olympics which happens every Thursdays which involves a range of challenges for the young people and have planned Saturday themed night where young people can cook additional foods from various countries 
5. Zoe has completed all training request for her job role 


	
PROBLEMS ENCOUNTERED

	Zoe is finding the timeline deadlines for assignments due too close together and the workload can sometimes be demanding

	
HOW DID THE SESSION GO? CAN IT BE LINKED TO THEORY?

	Session went very well.

The Department of Health (2003) shows the importance of training for achieving a level of competence before beginning a role in social care. By achieving a degree, many of these competencies will be in place, Zoe has also completed organisational training to ensure she knows what is expected of her in this role.

Zoe has linked theory into her planning of activities ensuring that NOS is applied within the activities. NOS standards show that social care must aide in support and development for children and young people, forming partnerships with families and promoting learning in a healthy and safe environment. 

In terms of workload, BASW (2010) explains that workload can be managed by considering prioritising duties by calculating urgency and risk of inaction. It is good to look at how other sectors manage their workloads. Supervision and management play a leading role in caseload management for staff.


	
QUESTIONS ARISING 

	Zoe to write up reflective on the activities she has organised and planned.
Find out more about prioritisation of workloads in social care.


	
DATE OF NEXT MEETING: 23rd November 2021

	
SIGNED:

	
SUPERVISE: Zoe Aylward 

	
SUPERVISOR: C.Thomson
















	
SUPERVISION RECORDING: 3

	
DATE: 23/11/2021

	
TIME: 6pm

	
PEOPLE PRESENT: Claire Thomson and Zoe Aylward

	
DURATION OF THE MEETING: 1 hour 

	
AGENDA/DISUCSSION POINTS

	1.how Zoe is and feeling
2. how Zoe is managing the workload 
3. how the planned activities are working out
4. how Zoe’s relationship with staff and the young people in the organisation
5. does Zoe do anything else other than planning activities 


	
NOTES/ ACTION OF EACH ITEM

	1.Zoe is doing good
2. Zoe has emailed lecture regarding to set a meeting up regarding the workload deadlines 
3. Zoe is enjoying being involved with carrying out the plan activities 
4. Zoe stated that her relationship with staff and young people is going very well, the young people are engaging with Zoe in the activities that have been planned out
5. yes Zoe says she has taken on the role of daily reports and intervention statistics for the end of year report 


	
PROBLEMS ENCOUNTERED

	Make sure to check in on workload meeting with lecture

	
HOW DID THE SESSION GO? CAN IT BE LINKED TO THEORY?

	Session went well, tasked Zoe to write a reflective piece of work on the activities she has planned.

Relationships can be considered essential for effective social work practice, and this is being recognised more with various skills frameworks and standards for social care acknowledging that social work is based on the principal of forging effective relationships with clients, families, and communities (Kennedy, 2019). Wise (2019) also highlights relationships as becoming the cornerstone of modern youth work through relationship-based social work. Using the London Borough of Camden as an example Wise (2019) shows how citizen experience and voice is being placed at the forefront of service delivery and changing the landscape of social work practice, sharing power and co-producing
 social care services.

Once formed strong relationships can promote engagement in youth services (Crooks et al., 2010), and can have the most positive impact on marginalised youth where social workers become resilience promoting resources for the young people (Blanchet-Cohen et al., 2013).

Recording of information is an essential skill that is required by all social workers (NOS Key Role 2). According to the SCIE (2019) recordkeeping is an integral part of social work and central to the provision of good person-centred support. Zoe taking on daily reporting shows eagerness to learn the role and apply herself fully.

	
QUESTIONS ARISING

	Find out more about relationship-based youth work.
Learn more about engagement and how you can foster engagement in services
Rice, G., Cruickshank, L., Whitham, R., Alter, H., and Vallely, J. (2016) Using tools to enhance engagement in social services. Available at: https://www.iriss.org.uk/resources/irisson/using-tools-enhance-engagement-social-services. (Accessed 23rd November 2021).

East Ayrshire Council. (2016) ENGAGEMENT METHODS, APPROACHES AND TECHNIQUES APPENDIX 2 – PARTICIPATION AND ENGAGEMENT STRATEGY. Available at: https://www.east-ayrshire.gov.uk/Resources/PDF/H/Appendix-2--Engagement-Methods.pdf. (Accessed 23rd November 2021). (Sent these to Zoe also)


	
DATE OF NEXT MEETING: 30TH November 2021

	
SIGNED:

	
SUPERVISE:          Zoe Aylward

	
SUPERVISOR:     C.Thomson











	
SUPERVISION RECORDING: 4

	
DATE: 30th November 2021

	
TIME: 6pm

	
PEOPLE PRESENT: Claire Thomson and Zoe Aylward

	
DURATION OF THE MEETING: 1 hour 

	
AGENDA/DISUCSSION POINTS

	1. how Zoe is feeling
2. does Zoe feel like she is getting enough support and effective communication from her placement?
3. has Zoe had her meeting with her lecture regarding workload?
4. does Zoe have any other work other than the reflective practice to do?
5. how is Zoe finding drafting the daily reports 


	
NOTES/ ACTION OF EACH ITEM

	1. Zoe is feeling very well
2. yes Zoe states that the communication between herself and staff at the organisation is very well implemented 
3. Zoe has stated that the course leader has proactively listened to her concerns and that a consideration with the deadlines is going to be discussed with the university and the course leader will follow up with outcomes.
4.yes Zoe has done a community profile and a SWOT analysis and a critical examination
5. it is giving Zoe the opportunity to develop professionally and is finding it helpful to have   good support and strong relationships with managers.


	
PROBLEMS ENCOUNTERED

	No problems

	
HOW DID THE SESSION GO? CAN IT BE LINKED TO THEORY?

	Session went well.
Zoe has learnt how undertaking SWOT analysis and Community Profiles can identify potential areas where services can find opportunities to meet unmet needs, whilst streamlining inefficiencies. 

This document provides an overview of SWOT in social care Barber, C. (2021) How to Use SWOT in Social Care. Available at: https://elevatetraininganddevelopment.co.uk/use-swot-social-care/#:~:text=A%20SWOT%20Analysis%20is%20possibly%20the%20best%20known,ideas%20and%20issues%20with%20a%20group%20of%20people. (Accessed 30th November 2021). 

And this a more in-depth SWOT strategy canvas tool.
Baghour, S. M. (2021) A Step-By-Step Guide to SWOT Analysis in Healthcare. Available at: https://unnus.com/medical/healthcare-swot-analysis/. (Accessed 30th November 2021).

Continued Professional Development is essential in youth work practice (Coru, 2017) Zoe has noted how she is developing in the role and feeling more confident with her 
responsibilities.

Jayatilleke, N. and Mackie, A., (2013) Reflection as part of continuous professional development for public health professionals: a literature review. Journal of Public Health, 35(2), pp.308-312.
https://academic.oup.com/jpubhealth/article/35/2/308/1543818

Reid, J.A., (2015) Reflection as part of continuous professional development for public health professionals-further evidence. Journal of Public Health, 37(2), pp.360-360.


	
QUESTIONS ARISING

	Check in on Zoe next week regarding whether the extension for her assignment has been agreed 

	

DATE OF NEXT MEETING:  7th December 

	
SIGNED:

	
SUPERVISE:       Zoe Aylward

	
SUPERVISOR:       C.Thomson
















	
SUPERVISION RECORDING: 5

	
DATE: 7th December

	
TIME: 6pm

	
PEOPLE PRESENT: Claire Thomson and Zoe Aylward


	
DURATION OF THE MEETING: 1 hour

	
AGENDA/DISUCSSION POINTS

	1. How Zoe is feeling 
2. Whether Zoe got the extension regarding the assignment deadlines
3. Has Zoe finished her placement hours
4. How is Zoe getting on with her assignments
5. Does Zoe know where she would like to go for her next volunteering post 


	
NOTES/ ACTION OF EACH ITEM

	1. Zoe is feeling very well
2. Zoe’s outcome regarding the assignment deadlines were approved and the new date for submission will be 27 January 2021
3. Yes, Zoe has completed her placement hour and continues to volunteer in the youth club
4. Zoe feels her assignments are coming on very well and enjoys gathering the information, learning new topics from reading, and researching  
5. Zoe hopes to continue the volunteering post in the organisation she is with now but in a different role, she hopes to be able to volunteer in the management role


	
PROBLEMS ENCOUNTERED

	No problems

	
HOW DID THE SESSION GO? CAN IT BE LINKED TO THEORY?

	She session went well; Zoe feels confident in the role she is in and is happy to continue where she is volunteering

	
QUESTIONS ARISING

	No questions 

	
DATE OF NEXT MEETING: 14th December 2021

	
SIGNED:

	
SUPERVISE:       Zoe Aylward

	
SUPERVISOR:    C.Thomson
























	
SUPERVISION RECORDING: 6

	
DATE: 14th December 2021

	
TIME: 1pm

	
PEOPLE PRESENT: Claire Thomson and Zoe Aylward

	
DURATION OF THE MEETING: 1 hour

	
AGENDA/DISUCSSION POINTS

	1. How Zoe is feeling
2. Whether Zoe found out if she can stay within the same organisation for her next volunteering post 
3. How much of her assignments does she have left 
4. Are there any issues regarding the organisation she is volunteering for 
5. How is she finding her support from her lectures 


	
NOTES/ ACTION OF EACH ITEM

	1. Zoe is feeling well
2. Zoe is unable to continue with the same organisation for her volunteering post next semester as lecturer suggested going to another organisation
3. Zoe has finished her research and planning for her assignments and has started to write her assignments.
4. Zoe is happy with the organisation she is volunteering for and has no issues 
5. Zoe finds communication with lectures challenging at times as she feels as though she is continuously waiting on a reply from her lectures.

	
PROBLEMS ENCOUNTERED

	Communication with lectures, Zoe feels she is waiting a long time for a reply or not having a reply from lectures regarding her emails to do with assignments

	
HOW DID THE SESSION GO? CAN IT BE LINKED TO THEORY?

	The session with Zoe went well, Zoe felt that communication is especially important with herself, the organisation, and her lectures 

	
QUESTIONS ARISING

	For Zoe to continue to try and communicate with her lectures 

	
DATE OF NEXT MEETING: Completed

	
SIGNED:

	
SUPERVISE: Zoe Aylward

	
SUPERVISOR: Thomson
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Part 2: 
Leadership and Management in Youth Work Practice 
According to Mortenson et al., (2014) traditional theories of leadership often originating from workplace settings, place a focus on a leader as an authority figure, holding power and influence over others. Later theories and shifts in culture in the UK led to the research into more collaborative forms of leadership, however, much of this research continued to be conducted in workplace settings, entirely missing young people because of their position in society (Mortenson et al., 2014). Mortenson et al., (2014) highlights this lack of research and points out that youth leadership programs are often attempting to prepare young people to be “future leaders”, rather than recognising their value as “current leaders”. Mortenson et al., (2014) concludes that traditional leadership theories do not align with young person perspectives of leadership and suggest that research should concentrate on developing a leadership framework for young people. 
This assignment will critically review leadership and management theories and their application to Youth Work practice. Transactional leadership, transformational leadership, and adaptive leadership will be explored. The role of leadership and management will be defined and how these roles combine as well as diverge will be discussed. Identifying which styles of management and leadership work well with young people and youth-based organisations including formal and informal settings will be investigated. 
According to Hunter et al. (2007), even though the idea of leadership has been examined over time, across cultures, and from various theoretical perspectives, there is still no consensus or clear definition of leadership. Although there are multiple meanings, many people connect leadership with one individual (Hunter et al), often a key influential member of a group or a manager. Hunter et al. (2007) discusses how to lead requires the ability to influence others, and often leaders are identified when problems or crises occur, actions and their influence can help with taking control of these situations. Additionally, Neha Chatwani (2018) characterises leadership as a process where a single expert influences others in a group to achieve a common purpose or goal. Again Chatwani (2018.) highlights that having no accepted universal definition of leadership, makes it a problematic concept to understand. This individual-centric view of leadership is common, attributing outstanding team outcomes to one person's management of others to achieve results (Chatwani, 2018). 
Grice (2019) shows us how personality can predict leadership skills. Using the Five factor model of personality (Grice, 2019) it has been identified that certain traits are linked with leadership skills. These traits play a role in how the individual influences the group, but also how willing that group is to accept the individual’s influence (Lew, 2019). According to Lew (2019) leaders often exhibit elevated levels of Conscientiousness, Openness to experience and Extraversion. Conscientiousness, one of the traits in the five-factor model (Grice, 2019) is linked with responsibility of task execution to achieve a goal, openness to experience assists with problem solving and critical thinking (Lew, 2019). Extraversion may be the most important trait linked with group influence, assisting with confidence, decisiveness, and drive towards goals, playing a hugely key role in how leaders influence each member of a group (Lew, 2019). Chatwani (2018) shows these persuasives and influencing processes to be important for leaders, and the five-factor model of personality can explain how certain people can naturally; set goals and visions to move forward, foster teamwork, and manage people and duties well, all examples of basic leadership skills according to Chetwani (2018). 
Management, similarly, is a concept with a variety of definitions. According to Shead, (2021), often used as a business term, management is made up of the processes required to lead an organisation, through the deployment and manipulation of resources. Shead (2021) also points out that this requires a vision or a plan, once in place, managers can guide others to follow a system to achieve the vision of the business. According to Shead (2021) many examples of management definition mention utilising resources, one of which is human resources, or achieving goals with and through other people, effective leadership is essential for this to happen, leading to the terms leadership and management often being considered as synonymous (Juneja, 2015). Management theory has evolved from classical authoritarian styles to incorporate employee engagement and human relations, noting the importance of group members for the success of businesses in modern times (Khorasani and Almasifard, 2017). Leadership and the traits associated with leadership allow for individuals to build positive working relationships and can be considered essential for effective management. 
According to Ord (2012) youth work managers often begin their careers as front-line workers, with management duties acquired as a necessary, but not always desirable aspect of career advancement. Ord (2012) discusses how youth work management is in constant state of change and important as a strategy to improve standards. According to Nathanson, (2017) humanistic management theory concentrates on the needs of people over profit. Being trusting, compassionate and working as a collective whole are aspects that help to link together visions, goals, values, and behaviours, through open dialogue and collaboration among all members of an organisation (Nathanson, 2017). Systems theory is based on a collection of individuals in various locations and levels, working collaboratively to generate and accomplish a shared purpose (Goss, 2015). Systems theory allows services to evolve in uncertain times, transforming the relationship between services and users (Goss, 2015). Contingency theory again allows for the management of change, understanding that there is not a single leadership strategy that is suitable for all situations and explaining how depending on the situation, processes can be adapted and blended where necessary to achieve outcomes (Shubha, 2021). 
According to Algahtani, (2014) people have used management and leadership in diverse ways, often confusing the two names as remarkably similar, whilst others believe they mean completely different things. Management and leadership share many ideologies associated with successful business, for example, dealing with people and influencing others to achieve goals. However, Alghatani (2014) and Juneja (2015) both note the differences between these two concepts (see Figure 1). According to Alghatani (2014) management skills are utilised when planning, constructing, and coordinating organisational structures, working towards the achievement of missions and goals, a very formal role. On the other hand, leadership skills are used to inspire others, motivate, and form a coherent team to aim for a prospective change by setting directions, a more informal role. So, these two roles should be considered as separate from each other, even though many of the personality traits linked with good leadership are also applicable to management roles. 









	Basis
	Manager
	Leader

	Origin
	A person becomes a manager by virtue of his position.
	A person becomes a leader on basis of his personal qualities.

	Formal Rights
	Manager has formal rights in an organization because of his status.
	Rights are not available to a leader.

	Followers
	The subordinates are the followers of managers.
	The group of employees whom the leader leads are his followers.

	Functions
	A manager performs all five functions of management.
	Leader influences people to work willingly for group objectives.

	Necessity
	A manager is very essential to a concern.
	A leader is required to create cordial relations between people working in and for organization.

	Stability
	It is more stable.
	Leadership is temporary.

	Mutual Relationship
	All managers are leaders.
	All leaders are not managers.

	Accountability
	Manager is accountable for self and subordinates' behaviours and performance.
	Leaders have no well-defined accountability.

	Concern
	A manager’s concern is organizational goals.
	A leader’s concern is group goals and member’s satisfaction.

	Followers
	People follow managers by virtue of job description.
	People follow them on a voluntary basis.

	Role continuation
	A manager can continue in the office till he performs his duties satisfactorily in congruence with organizational goals.
	A leader can maintain his position only through day-to-day wishes of followers.

	Sanctions
	Manager has command over allocation and distribution of sanctions.
	A leader has command over different sanctions and related task records. These sanctions are of an informal nature.


Figure 1: Differences between a manager and a leader (Juneja, 2015).
This view of leaders and managers having significant differences is backed up further by Northouse (2007) whilst recognising that they also are parallel regarding exerting influence over others to achieve goals. Hyacinth (2017) shows that managements concern is with the bottom line and keeping businesses operating, whereas leaders recruit ‘followers’ and influence them to deliver the processes that will lead to the bottom line. Sharma and Jain (2013) argue that any attempt to separate the terms leadership and business will certainly result in more difficulty than they solve, and they further discuss how management and leadership must work in tandem as they are related and complimentary, not interchangeable. The manager's responsibilities include planning, organising, and coordinating. The role of the leader is to motivate and encourage others (Sharma and Jain, 2013). 
Youth work is a method of dealing with young people, Davies (2010) discusses how it has evolved in response to changing economic and social conditions and has resulted in key objectives whilst evolving to suit knowledge and best practice guidelines over time. At the same time, the key characteristics of engagement, communication and encouragement has remained the most crucial factors of effective youthwork (Davies, 2010). Jeffs and Smith (2010) describe the multidimensional scope of youth work, from charity and religious organisations through to more formal settings such as schools, prisons and council led services. Again, Jeffs and Smith (2010) show us that youth work operates in many areas and new types and services occur regularly, however they argue that this movement can generate too much focus on the organisation and management, overlooking these basic functions and factors that are deemed by Davies (2010) to be so important. Leadership and leadership styles may play a key role in how effective youth workers can be.
 However, it is important to note that cultural differences may exert some influence on how people respond to leadership style. Ma and Jiang (2018) do point out a cultural difference between leadership style and effectiveness particularly for Chinese workers who assign cultural value to hierarchy, in this circumstance transactional leadership is better for harnessing follower creativity. This means however that cultural consideration of people you are trying to influence must be a consideration for leadership style and how young people would like to be treated to foster creativity and allow for innovation in youth work. One way of doing this is to listen to young people directly through youth leaders and understanding the variety of experiences that shape young people's reality in a modern world. Distinctive styles support and therefore also leadership suit different situations. Ungar and Ikeda (2017) show us that with drop in and community services able to explore how workers interact with staff they have identified 3 roles that support staff take on for effective practice. The effectiveness of these engagement strategies is dependent on how adaptive workers are to utilising them in the appropriate setting. Being adaptive is a crucial factor in any support setting to improve engagement at worker level but also to improve services and solve complex issues at an organizational level. 
According to Aarons (2006) transactional leadership is based on exchanges between leaders and followers, with rewards used as positive reinforcement for meeting goals and deadlines and punishment for missing them. Aarons (2006) discusses how this leadership style is suited to organisations and businesses as it has its primary emphasis on meeting targets. Transactional styles of leadership are applicable in many settings and in youth work settings could support   the adherence to practice standards, however staff in these settings often do not strive beyond what is expected of them, limiting innovation and adaptation to changing environments (Aarons, 2006). Youth work can be applied in a variety of settings and is often changing to apply itself where requirements have been identified, globalisation and social media have altered youth work allowing it to reach into online communities, in this ever-changing field, youth work must be flexible and responsive (Strycharczyk et al., 2011), transactional leadership styles may limit the effectiveness of youth work practice and hinder innovation in this field. 
According to Sultana, Darun, and Yao (2015) there are three components of transactional leadership; Contingent rewards serve as incentives to meet goals and rewards for performance. Active management by Exception is where leaders monitor followers and act in response to performance. Passive management by exception is where managers only get involved when situations become severe (Sultana, Duran, and Yao (2015). Aarons (2006) explains how transactional leaders often must monitor people using predetermined criteria, limiting creativity and innovative thinking in followers. According to Khan (2017) transactional leadership styles limit the scope of innovation as followers are only expected to achieve predetermined goals, and as a result these styles only motivate individuals on a base level to these goals. Transactional leadership is often noted as most effective in crisis situations and times of uncertainty as it lays out roles and responsibilities within a timeframe and links them with rewards and punishments (Ma and Jiang, 2018). 
Sultana Darun and Yao (2015) explore how transactional leadership is less skilled and requires little training as leaders only need to tell people what to do to get the reward and not get punished, however, a chain of command needs to be established for this system to work. In terms of youth settings often young people do not work well under this authoritarian style and would prefer to be treated as equal, individual and of value (Ungar and Ikeda, 2016). With legislation focussed on the voice of children and young people (Ofsted, 2011) and youth work standards (NOS, 2019) clearly showing active participation as a standard for youth work practice in the UK, these transactional styles do not theoretically fit with how youth work should be involving and nurturing young people. 
According to (Montuori and Donnelly, 2017) the fundamental premise of transformative leadership is that anybody can lead, and that everyone, contributes to, and in fact cocreates, the society we live in, often without even knowing it. Montuori and Donnelly (2017) discuss how every decision and action we take, every conversation and interaction we have, is a representation of how we live our lives. Transformative leadership is, at its core, a collaborative and transformative process that benefits all parties involved, by providing the opportunity to explore their thoughts, beliefs, behaviours, and interactions through transformative leadership styles (Montuori and Donnelly, 2017). Being, relating, knowing, and doing are four orienting notions at the heart of transformative leadership, these notions aid in the structuring and growth of our understanding of the world, as well as our own attitudes and beliefs (Montuori and Donnelly, 2017). 
According to Aponte-Moreno (2018) transformational leadership was founded in the 1970’s with the rationale that true leaders are people who can inspire followers to achieve common goals. The transformational aspect occurs when followers and leaders reassess and redefine their beliefs and values, which Aponte-Moreno (2018) show is a popular approach to leadership as it primarily measures the leader's ability to influence followers, and resultingly gives followers a feeling of power, respect, and trust for the leader. Opposingly, Transactional leadership concentrates on rewards and punishments as a tool for leading people, often resulting in authoritarian structure (Aponte-Moreno, 2018). 
Sultana, Darun, and Yao (2015) point out four interrelated components of transformational leadership; Charisma is considered a key aspect in the influence exerted over followers, and leaders act as role models to them (Sultana, Darun, and Yao, 2015). Inspirational motivation is how effectively a leader can express their vision to make it an attractive goal for followers, through raising awareness and confidence to accept and commit to it (Sultana, Darun, and Yao, 2015). Intellectual Stimulation is the frequency with which leaders allow followers to be innovative in problem solving (Sultana, Darun, and Yao, 2015). Leaders should be able to inspire ‘out-of-the-box thinking, for innovation and creativity (Agyemang, Boateng, and Dzandu, 2017). Individualised consideration is the extent to which leaders pay personal attention and encourage followers (Agyemang, Boateng, and Dzandu, 2017). Through personalised two-way exchanges and behaviour, leaders demonstrate that they accept individual differences, value workers as more than mere employees, developing a supportive climate that fosters trust and learning within the organisation (Agyemang, Boateng, and Dzandu, 2017). Yukl (1999) whilst recognising the various research showing clear benefits to transformational leadership styles, they do note numerous factors that they consider ambiguous, pointing out some major limitations of transformational leadership. 
According to Fertman and Linden (1999) transactional leadership emphasises the abilities and duties that are typically associated with leadership, such as public speaking, delegation of authority, conducting meetings, and making decisions. The focus of transformational leadership is on the leadership process and what it means to be a leader and how people utilise their power to influence others (Fertman and Linden, 1999). The most effective strategy to promote and encourage teenage leadership development is to focus on both transactional and transformational leadership. This type of adaptive approach will foster leadership skills that are appropriate for the people, situations, and tasks at hand  (Fertman and Linden, 1999). 
According to Kuluski et al., (2021) the separation of technical solutions and adaptive solutions is the main feature of adaptive leadership. Technical issues can be solved with existing knowledge and techniques, whereas adaptive challenges are multi-faceted and require examination of assumptions, priorities habits and loyalties, to enable people to work together to overcome them (Kuluski et al, 2021). Adaptive challenges rely on thoughtful reflections on what to preserve or discard from historic practice, or how to work towards creating innovative approaches that build on past successes (Kuluski et al, 2021). According to Indeed (2021) adaptive leadership is founded on the premise that tough problems are best handled with input from the whole company. 
Adaptive leadership can utilize the ingenuity of the whole organisation to find novel solutions to problems (Indeed, 2021). Kuluski et al. (2021) conclude that where the principle of person-centred practice is required, adaptive leadership has more scope for providing authentic realization of these principles, which should not be mechanistic. The authors state how a growth mindset is required, where people work in partnership, forming innovative ideas, trying them and being willing to fail and retrying, to advance person centred care. According to Sherif (2019) youth leadership is understood as a collection of experiences arising from adolescent personal change and decision-making. Sherif (2019) shows how experience is key to the development of youth leadership and an organization with adaptive leadership and management would allow for staff and service users to be involved in the design and delivery of services through more person-centred approaches as discussed in Kulusky et al. (2021), whilst also facilitating youth leadership development (Sherif, 2019). 
Conclusion 
Leadership and management occur simultaneously, they work together to meet objectives and requirements. Different settings require assorted styles appropriate to the setting and the individuals involved. Transactional leadership, transformational leadership and adaptive leadership have been examined and their qualities explored in relation to their appropriateness for use within Youth Work. Appropriate leadership and management theories for working with young people vary depending on the formal or informal setting. Business focused management within this field needs to be balanced with the qualities needed for Youth Work. Managers with front-line youth work experience can bring an integrated approach to managing a team. The impact of applying less well-suited leadership and management theories in practice can have detrimental effects on Youth Work provision because the focus is not aligned with the goals of Youth Work. Services for young people are facing an increasingly challenging time, effective economic management is essential to ensure the longevity of such services, alongside effective management, and leadership within Youth Work. 
Once effective business management and leadership is in place it allows for youth work leaders to fully apply themselves to their role, however, it is important to remember that leadership style or knowledge of the worker may not align with young people’s ideas. Mortenson et al., (2014) point out that contemporary leadership styles, focussed on collaboration, collective action, and values, better align with how youth perceive leadership. Young people are often considered marginalised and as a result respond more effectively to leadership styles that represent their values. According to Mortenson et al., (2014) this growth in contemporary leadership theory has been facilitated by theoretical and philosophical shifts in how power and voice are viewed and applies to the UK. 
Application of traditional leadership styles that have been developed with adults in organisational settings to a youth work environment is likely to be inefficient and damaging to youth work practice. Contemporary styles allow for the development of leadership and for young people themselves to become leaders, however, until leadership theories developed with young people are in place, even these contemporary styles do not suit what young people perceive leadership to be about. The development of a youth driven framework for leadership, with the goal centred on change, collective action, collaboration, and the value of young people, would allow practitioners to work more effectively towards the principles of youth work. This in turn would assist in identifying and supporting young people to be leaders themselves, creating unique opportunities in society for young people to get involved and make the change that they believe leaders should.
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