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Introduction 
This portfolio is made up of two sections. The first section will talk about the supervisor’s understanding of supervision and leadership within the context of youth work. It includes reflections on experiences demonstrating their ability to learn from practice and apply theoretical knowledge. The second section is a critical review of leadership and management theories. It examines the strengths, weaknesses and limitations of the theories with its relevance to youth work practice, especially during a financial crisis.
Practice log 1
This practice log explores the process of creating a supervisory relationship, using examples from supervision sessions with a trainee youth worker. It will look at creating a supervision contract, the importance of creating an appropriate supervisory environment and reflecting on the early development of the relationship over multiple sessions.
Creating a supervision relationship
The first supervision session was key in setting the tone. The supervisor focused on establishing a clear and collaborative supervision contract (Kadushin, 1992; Henderson, Holloway and Millar, 2014). This involved outlining roles, responsibilities and expectations to ensure mutual understanding (Henderson, Holloway and Millar, 2014). Additionally, by creating a well-structured contract, the supervisor aimed to establish a safe and supportive environment for the supervisee. The contract was not only about the practical details (that is, when the sessions were held and communication methods), but was also about creating a safe and supportive space for the supervisee’s emotional and psychological well-being. The supervisor understood how a clear structure could help build trust and create a comfortable space
for the supervisee (Sapin, 2009; Henderson, Holloway and Millar, 2014). To understand and improve on maintaining professional boundaries, Gibbs' Reflective Cycle (1988) can be used. This model helps break down the situation, exploring feelings and ways to learn from the experience. Using this model could allow the supervisor to better understand critically how personal history might have affected the situation and can help them develop strategies to maintain professionalism in the future. The supervisor emphasised that anything shared during the sessions would remain private, except in cases where there was a risk of harm to the supervisee or others. As Kadushin and Harkness (1992) argue, confidentiality is a fundamental principle in building trust and creating a safe space for reflection and growth.
The supervisor knew the supervisee outside of the supervision. Therefore, both parties recognised the importance of maintaining professional boundaries and ensuring that the focus was kept on the sessions, and that personal history and conversations did not interfere with their work. Belton et al. (2011) note the potential challenges in navigating supervisory relationships when there is a pre-existing connection.
The supervisor followed Sapins’ (2009, p.227) Supervision Agenda; this helped to structure the session and give clarity and focus ensuring all areas – administrative, educational and supportive – were covered in an organised way. It aided collaboration, reflection and an approach that supported the supervisee’s growth and well-being.
Creating a Supportive Environment
During sessions, the supervisor created a welcoming and non-judgemental space by choosing a quiet and private environment to minimise distractions and ensure confidentiality. According to Henderson et al. (2014) being in this environment is essential for building trust and open communication. The supervisor used active listening techniques, like eye contact, nodding, and asking open-ended questions to demonstrate engagement. This approach aligns with the person-centred approach, which focuses on empathy, acceptance, and the importance of building a trusting space for personal growth and self-expression (Sapin, 2013 p. 62; Rogers, 1961).
Relationship Development
Hawkins and Shohet (2012) suggest the supervisory relationship is a process that evolves over time, building trust and rapport. In the early stages of supervision, sessions focused on getting to know each other in a supervisory environment and creating comfort (Kadushin and Harkness, 1992). As the relationship deepened the focus shifted towards more in-depth conversations. This included ethical dilemmas, challenging scenarios, and strategies for managing stress and maintaining well-being. (Kadushin & Harkness, 1992).
It was important to offer both positive feedback and constructive criticism to encourage professional growth (Borders, 2014; Wilkins, 2010). This collaborative framework built on trust and respect promotes effective problem-solving and decision-making (Kadushin and Harkness, 1992). Throughout the sessions, a safe and non-judgemental space was created, encouraging the supervisee to openly express their thoughts and feelings. This aligns with the importance of a supportive and empathetic supervisory relationship mentioned by Kadushin and Harkness (1992).
The supervisor and supervisee reflected regularly on the process itself. This approach allowed them to see their strengths, weaknesses and areas for improvement. When reflecting on their own practice, the supervisor was able to improve their supervision skills and provide more effective support to the supervisee.
Hawkins and Shohet (2006) and Kadushin (1992) further emphasise that a trusting relationship is important in promoting effective supervision. This aligns with Ingram and Harris’ (2001) emphasis on building positive youth-worker relationships. Through fostering trust and open communication, supervision can equip supervisees to build similar relationships with young people. Through consistent and reflective supervision, the supervisor can help the supervisee to develop the skills needed to build strong, supportive relationships with young people (Henderson et al., 2014).
Practice Log 2
This practice log will explore the functions of supervision, and how this knowledge has been applied to the supervisor’s practice. The three key functions of supervision according to Kadushin and Harkness (2014) are educational, administrative, and supportive. Each function plays an important role in the development and growth of supervisees, contributing to their overall effectiveness and professional development.
Educational Function
The educational function of supervision is essential to the development of supervisees’ knowledge and skills. As Kadushin and Harkness (2014) explain, supervisors play a key role in educating supervisees about theories, practical skills and ethical guidelines such as The National Occupational Standards (NOS, 2019) or the Principles and Purposes of Youth Work in Wales (Youth Work in Wales, 2022). They break down complicated ideas, offer feedback on their work and demonstrate effective techniques. This creates a learning environment that encourages supervisees to think deeply, solve problems and reflect on their own practice (Kadushin and Harkness, 2014; Sapin, 2019).
In practice, the educational function can be used through different strategies. Supervisors can assist regular discussions, where supervisees bring their reflections on working with young people to receive feedback on their strategies and support with planning (REF). These discussions provide opportunities to explore other approaches, improve youth work skills and a deeper understanding of youth development theories (Kadushin and Harkness, 2014). Supervisors can also organise workshops on topics, such as youth mental health, substance misuse and safeguarding. These can widen supervisees’ knowledge and increase their ability to apply theoretical concepts to practice (Kadushin, 2002).
During a supervision session, the supervisee working in a youth centre found it tough to engage a specific young person who was showing challenging behaviour. The supervisee went into detail of the young person’s behaviour, how they tried to engage them and what challenges they faced. The supervisor actively listened by nodding their head and maintaining eye contact to demonstrate key counselling skills (Rogers, 1961). The supervisor also asked open-ended questions to gain a deeper understanding of the situation. For example - ‘What have you tried so far?’ and ‘What challenges are you facing when engaging with the young person?’ The supervisor gave positive feedback on the supervisee’s approach, suggesting to self-reflect using Gibbs’ Reflective Cycle (1988) and identify areas for improvement. By using Gibbs' Cycle, the supervisee could review their experiences and identify their strengths and weaknesses. The supervisor also suggested that the supervisee could try using more active listening techniques by repeating what the young person said in their own words and summarising, to show empathy and understanding (Rogers, 1961; Egan, 1986).
Administrative Function
The administrative function of supervision involves managing the practical aspects of the supervisory relationship. As Kadushin and Harkness (2014) explain, supervisors are responsible for the administrative aspects of supervision, such as scheduling sessions, maintaining records and following professional and ethical guidelines. This creates formal sessions that allows supervisees to focus on their work objectives. (REF)
In a youth work setting, the administrative function can be used by applying digital tools to record supervision sessions, track progress and create reports (O’Donoghue et al. 2018). Supervisors can create clear guidelines for scheduling and rescheduling appointments, which gives clear communication to the sessions. When following administrative techniques, supervisors can improve the time available to focus on discussions about youth work practice and feedback on specific situations (Kadushin and Harkness, 1992).
During a recent supervision session, the supervisee expressed feeling accomplished regarding a well-being activity they facilitated with young people. They initially felt anxious but navigated their nerves and delivered the activity well. The supervisee highlighted that the engagement from the young people was encouraging, and it was clear the group benefited from the session. The supervisor praised their efforts and offered additional well-being resources, which the supervisee accepted and received via email. The supervisor recorded the session, noting the positive results and the steps taken. This record tracks the supervisee’s progress and helps with planning and improving their future work. By staying organised and managing the administrative tasks well, this ensures the session is effective and focuses on the supervisee’s professional development (Kadushin and Harkness, 2014).
Supportive Function
The supportive function of supervision provides a safe and nurturing environment for supervisees to explore their personal and professional challenges. As Belton, Hill, Salter and Peaper (2011) mention, supervisors offer emotional support, encouragement, and guidance to help supervisees cope with the stresses and demands of their work. Through fostering a positive and empathetic relationship, supervisors create a space where supervisees can feel valued, understood and supported (Kadushin and Harkness, 2014, p.159; Rogers, 1961).
In practice, the supportive function can be applied through active listening, empathy and validation. Supervisors can create a non-judgmental space where supervisees can share their challenges when working with young people (Rogers, 1961). By
offering words of encouragement and reassurance, supervisors can help supervisees build self-confidence and resilience. Additionally, supervisors can provide practical strategies for managing stress, such as mindfulness techniques and time management skills. This aligns with the NHS 5 Steps to Well-being (NHS, no date). Using Gibbs' Reflective Cycle (1988) to review the supervision session could help the supervisor understand if their supportive strategies worked. This framework gives them time to reflect on the supervisees needs and adapt their approach if needed.
During a recent supervision session, the supervisee felt overwhelmed and burnt out due to their work-life balance. The supervisor actively listened to the supervisee’s concerns, validating their feelings and offering empathy (Rogers, 1961). They took on board their challenges and assured them that it was okay to feel overwhelmed at times.
To help the supervisee relieve stress, the supervisor suggested practical approaches such as prioritising tasks, setting boundaries and practicing mindfulness techniques which aligns with the NHS 5 Steps to Well-being (NHS, no date). Yet, when promoting self-awareness and managing stress, supervisees can be more present and effective in their interactions with young people. The supervisor also encouraged the supervisee to talk to colleagues or other supervisors for additional support if they needed. By creating a safe and supportive space for the supervisee to share their thoughts and feelings, the supervisor helped them to feel understood, valued and empowered to deal with the challenges they were facing.
[bookmark: _Hlk183474357]Practice Log 3 
This final practice log reflects on the whole supervision journey, focusing on the supervisor’s role in leading and managing others during supervision sessions. 
Description 
The process involved the three core functions of supervision—administrative, supportive, and educational (Kadushin & Harkness, 2014). The challenges faced included addressing time management issues for the supervisee, as well giving constructive feedback. For instance, the supervisee struggled with meeting deadlines due to other commitments, this required working together during supervision to find a solution. 
The supervisor faced further challenges, like managing emotional boundaries when the supervisee brought up personal issues. The supervisor found it difficult to balance being professional with empathy, as they felt compassion but needed to maintain a professional approach (Rogers, 1961). Feedback methods were put in place, both formal and informal conversations highlighted areas of success as well as where there was room for improvement (REFERENCE INFORMAL CONV). 
Feelings
The supervisor experienced a mix of emotions. They felt confident but unsure during their supervision journey. They started with a positive feeling about leading and managing sessions but were also questioning their ability to provide the correct support. For example, when helping with time management issues, the supervisor questioned whether they were being too bossy or if they were helping the supervisee in a positive way. 
The supervisor felt a sense of empathy when there were emotive conversations during supervision sessions, and a feeling of overwhelm when trying to balance being sensitive and staying emotionally detached from the situation (Rogers, 1961). Reflecting after sessions often brought a sense of accomplishment, but also uncertainty, especially when the supervisee was less engaged in reflective practice. These feelings highlighted the challenges of balancing authority, support and empowerment (Sapin, 2013).
Evaluation
The supervision process led to several positive outcomes. The supervisor successfully created a trusting environment that encouraged open communication. Active listening techniques and constructive feedback were key to this, helping the supervisee to feel supported in their role (Rogers, 1961). These outcomes aligned with the supportive function of supervision, as noted by Kadushin and Harkness (2014). Seeing the supervisee’s development was rewarding, this highlighted how supervision benefits the supervisor and supervisee.
However, there were also challenges. Time limits often restricted the depth of some discussions, especially around long-term professional development goals. The supervisor’s focus on problem-solving sometimes reduced opportunities for the supervisee to reflect critically and build their independence. Emotional challenges also added pressure, especially when professional boundaries were pushed. The feedback that was given showed that the sessions were structured well and effective in addressing immediate concerns, as well as highlighting that the supervisee wanted more focus on growth and reflective practice. In line with the UNCRC, Article 12 (Unicef, 1989) emphasises the importance of respecting young people and respecting their views. This suggests that youth workers should hold spaces for young people to express their thoughts. Similarly, the supervisor aimed to create a space where the supervisee could actively participate in their own development (Unicef, 1989).
Analysis
This experience highlighted how important it is to balance guidance with empowerment in supervision. Leadership theories, such as McGregor’s (1960) Theory Y, emphasises the value of trust and empowerment in promoting growth. Alternatively, when there is limited time, the supervisor occasionally used more direct approaches, which reduces the chances for supervisees to develop their own problem-solving skills.
The supervision journey also highlighted the importance of Kadushin and Harkness’s (2014) three functions of supervision. While administrative and supportive functions were handled well, the educational function sometimes lacked depth, especially when it came to encouraging self-reflection. Hawkins and Shohet (2012) highlight the need for emotional boundaries in supervision, which was challenging when the supervisee shared their personal struggles. Managing these situations needed ongoing self-reflection to stay professional and provide appropriate support. The feedback to one another was helpful for improvement. The supervisee appreciated the sessions but wanted more time to focus on long-term development. Sapin (2013) and Rogers (1961) emphasises that by both parties asking reflective questions helps encourage independence, suggesting that using these techniques could improve future sessions. The supervisor identified that allowing time for reflection and encouraging the supervisee to find their own solutions could lead to greater professional growth. Ingram and Harris (2001) also point out that youth workers must stay self-aware to balance giving guidance with supporting independence in their own practice.
Conclusion
The supervision journey was challenging and rewarding, providing opportunities for personal and professional growth. The supervisor managed to create a supportive environment, whilst building trust and addressing concerns quickly. However, there were challenges faced surrounding time constraints, emotional boundaries and the balance between guidance and empowerment emphasised the areas for improvement.
By reflecting on the entire experience, the supervisor recognised the need for a more balanced approach. By incorporating reflective practices such as Gibbs’ Reflective Cycle, focusing on long-term development and establishing appropriate feedback strategies, the supervisor could make supervision more effective overall. The need for ongoing self-reflection and flexibility became themes in handling the challenges of the role. Furthermore, linking this to the NHS 5 Steps to Wellbeing (REF), the supervisor’s focus on providing reflective feedback and creating a supportive environment not only helped the supervisee grow but also supported emotional and social wellbeing, which is crucial in both youth work and supervision practice (New Economics Foundation, 2008).
Action Plan
To improve future supervision practice, the following key actions should be taken. Firstly, to embed reflective questioning and activities into the sessions. This will encourage the supervisee to engage in critical thinking, promoting independence which in turn helps to develop their problem-solving skills. This approach creates immediate support and allows space for fostering long term growth (Hawkins & Shohet, 2012).
Next would be to allocate specific time slots within supervision sessions to discuss professional development goals. By balancing immediate concerns with longer-term goals creates a well-rounded approach to supervision. Gathering feedback from the supervisee through formal methods can identify what works well and what areas need improvement, which can further help supervisors to refine their practice for future sessions.
Managing time effectively during sessions is also another key focus. Through planning carefully supervisors can cover all three main functions – administrative, supportive and educational, without feeling rushed. Additionally, maintaining emotional boundaries is also important when handling complicated issues in a professional environment. Regular self-reflection and seeking guidance from other professionals can help with this.
Finally, the supervisor should commit to ongoing learning. They should take part in training, such as restorative supervision or coaching. This can strengthen their skills and help address challenges more effectively. Through focusing on these action plans the supervisor can create a more supportive environment for their supervisees.

[bookmark: _Hlk183561225][bookmark: _Hlk183683143]A Critical Review of Leadership and Management Theories in Youth Work.
Introduction 
This second section of the assignment is a critical review, which will explore some theories and how they are applied to youth work. It examines Lewin's leadership styles, McGregor's Theory X and Theory Y and the McKinsey 7S framework. It will critically compare and contrast these theories and how they can be applied effectively to the challenges faced by youth work organizations. It will also look at how the financial climate affects leadership practice.
Leadership Theories
Kurt Lewin's key leadership styles (1939) are divided into three styles: Authoritarian, Democratic, and Laissez-faire. They offer approaches to manage teams and levels of control (Nickerson, 2024). Democratic leadership aligns well with principles like participation, inclusivity and collaboration and this makes sure that staff and volunteers feel involved and valued (NOS, 2019, p.5; Laoyan, 2024). For example, a local youth club organisation involved its team in deciding which programs to keep during budget cuts. This helped to maintain morale and ensured that essential services were protected. However, democratic leadership can be time-consuming, especially in a crisis when quick decisions need to be made. In this situation, an authoritarian approach may be more effective (Nickerson, 2024). While lassiez-faire leadership can encourage independence, it might result in less accountability (Leadership Success, no date).
[bookmark: _Hlk183700969]In contrast, McGregor’s Theory X and Theory Y (1960) explore the leaders’ perception of the motivation of staff. Theory Y emphasizes trust and creativity, which aligns with the values of youth work by encouraging their staff to be involved and support young people (McGregor, 1960; Sapin, 2013, p.190). For example, giving staff more independence in a youth service could lead to program ideas and better engagement. However, during financial pressures often aspect of Theory X, such as monitoring their staff closer and using stricter management styles, ensures services run efficiently (Northouse, 2019). This highlights the challenge of balancing staff empowerment with stricter control, especially when resources are limited.
Lewins framework analyses leadership behaviour in specific situations, such as using autocratic leadership during financial crises or with inexperienced staff (Leadership Success, no date), while McGregor's theory focuses on assumptions about what motivates staff (Sapin, 2013, p.190). This difference shows the need to choose the right approach based on the organisation's needs and context.
The McKinsey 7S Framework
The McKinsey 7S framework (Waterman, Peters and Phillips, 1980), provides a holistic approach for aligning strategy, structure, systems, style, staff, skills, and shared values. In youth work, shared values like equality and empowerment align with the sector’s ethos, as outlined in the Principles and Purposes of Youth Work in Wales (Youth Work Wales, 2022). The framework’s focus on consistency helps organisations manage change while keeping services aligned with core principles, even under pressure (Bell, no date; Kenton, 2024).
During financial pressures, a youth organisation used the 7s framework to alter resources whilst keeping essential services. However, making these changes can be challenging in a sector with limited funding and increasing demands (UK Youth, 2024). Leaders must focus on shared values and supporting staff rather than trying to perfectly align each part of the organisation (REF). This means balancing theory with the challenges of leadership.
While the 7s framework offers a useful way to look at organisations its application can be time-consuming and resource-intensive, which may not always be possible (REF) Compared to Lewin’s and McGregor’s theories, the 7S model focuses more on aligning the organisation rather than on individual leadership behaviours, which offers a wider view of achieving strategic goals (Tyler, Hoggarth and Merton, 2009)
Financial Challenges in Youth Work
The UK’s youth sector has faced significant cuts to funding, with spending declining by over 70% in the last decade (UK Youth, 2024). These cuts have forced organisations to employ creative strategies, like combining online and in-person services to meet young people’s needs. Though, these adaptions challenge leadership theories which must adapt to focus on core values like equality, participation and inclusivity (NOS, 2019). For example, McGregor’s Theory Y (1960) encourages empowerment, which supports staff to find creative ways to manage reduced resources. Yet, financial pressures may need some elements of Theory X to ensure services run efficiently (Northouse, 2022). 
Similarly, the McKinsey’s 7s framework’s emphasis on alignment becomes harder to achieve, requiring the need to focus on shared values and essential tasks (Cox, AM, Pinfield and Rutter, 2019). One useful approach during these times it participatory budgeting, where young people and staff are included to collaborate in deciding how the money should be allocated. This practical approach helps support inclusivity whilst addressing financial pressures (Welsh Government, 2015). Additionally, a SWOT analysis can be a helpful tool for evaluating strengths, weaknesses, opportunities and threats within an organisation. By identifying these areas, leaders can adjust their strategies to better meet the changing needs of the sector (GOREL, 2020).
These financial challenges highlight how important it is to be flexible with leadership theories, as no one model fits all situations. Leaders need to balance efficiency with inclusivity to keep services running during financial climates. 
Emotional Intelligence and Ethical Leadership
Effective leadership in youth work relies on emotional intelligence and ethical decision-making (Alexandra, 2020). Empathetic leaders who involve staff in decision-making builds trust and resilience during difficult times (Stephanou, 2021). This approach aligns with Lewin’s democratic style and McGregor’s Theory Y, which both prioritize collaboration and inclusivity (Youth Work Wales, 2019). For example, during staff shortages at a youth centre, leaders worked together with their team to reorganise workloads, this kept the quality of services high. 
Ethical leadership also plays an important role in following youth work’s core values, especially inclusivity and empowerment (NOS, 2019). Leaders must ensure that decision-making processes are clear and fair, notably for marginalised groups (O’Sullivan, 2023). This ethical approach supports the core values of the Five Pillars of Youth Work and aligns with the sector’s principles and purposes (Youth Work Wales, 2019; NHS, no date).
However, fostering emotional intelligence and ethical leadership requires ongoing development, which can be challenging when resources are limited. Leaders must balance these principles with practical needs, making sure that ethics are maintained without affecting the efficiency of the services.
Adapting Leadership to financial challenges
Leadership theories are useful guides for practice, but their success depends on how well they can adapt to the challenges in youth work. Lewin’s leadership styles offer flexibility for different situations but in a crisis a mix of democratic collaboration and authoritarian decision-making is often needed (Lewin, 1939). Similarly, McGregor’s Theory Y encourages empowering staff, elements of Theory X may be necessary to manage efficiency during financial pressure (McGregor, 1960; Singh, 2013). The McKinsey 7S framework is a broad model for organisations but can be difficult to apply when resources are limited (Waterman, Peters and Phillips, 1980). 
These understandings show that good leadership in youth work isn’t about sticking to one theory. It is about using different approaches to meet changing needs. Leaders need to understand their organisations situations and stay focused on the core values to be effective. (Waterman, Peters & Phillips, 1980, P.19). 
Conclusion
Leadership and management theories provide useful guidance for addressing the challenges of youth work, especially when there is financial difficulty. By critically analysing Lewin’s styles, McGregor’s theories, and the McKinsey 7S framework, this review highlights how important adaptability and contextual understanding is. Effective leadership combines theoretical principles with practical approaches and balancing limited resources with the Five Pillars of Youth Work and The National Occupational Standards. Emotional intelligence, ethical decision-making and modern approaches like participatory budgeting helps leaders to support organisations and empower young people even when there are tough challenges. Ultimately, successful leadership in youth work requires flexibility, creativity and a constant commitment to inclusivity and equality. 
Overall conclusion
To conclude, the leadership and management theories discussed show how important being flexible is and understanding the specific needs of youth work. The theories-Lewin’s leadership styles, McGregor’s Theory X and Y and the McKinsey 7s framework, each offer useful ideas on how leadership can adapt to challenges, especially when there is a financial crisis. However, successful leadership in youth work needs more than theoretical knowledge, it also needs practical application that aligns with the core values of youth work, such as inclusivity, equality and empowerment. To be effective, leaders must adapt their styles depending on the situation and to ensure they are flexible enough to meet both short term needs and long-term goals. Ultimately, adjusting leadership practices to changing situations while staying true to the core values of youth work is crucial for navigating the challenger in the sector.
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