Supervision, Leadership and Management 
Practice Logs
The first supervisory session had a slow start, due to inexperience within the supervisory role, this meant nerves and worry overpowered the ability to begin confidently and efficiently, due to this, some time was taken to discuss expectations and outcomes. Kadushin and Harkness (2014), states that “the supervisor is often in the best position to know the details of the job that needs to be done and the attitudes skills and knowledge required to do this.” However, as it was a new experience with rough understanding of what is expected, I felt I did not have enough knowledge to fully commit to my role as the supervisor, which led to additional time to understand the finer details and possible outcomes. Using guidance from the module lecturer, a schedule was discussed and finalised, agreeing on a weekly supervisory session, every Tuesday at approximately one o’clock, as this was best suited and preferred by myself and the supervisee, this made for comfort for both supervisor and supervisee and settled worries that sessions would interfere with parental commitments and accommodate the preference for daytime sessions to allow for ample time post session to consider information discussed and write up all evidence. I was also established that, should either party need to reschedule a session due to unforeseen circumstances, this would be accepted, and a more suitable time will be agreed by both supervisor and supervisee. This initial session was also used to discuss confidentially issues, and it was decided that all information could be discusses with Emma Chivers, lecturer, however, other information was to remain confidential unless otherwise stated. To help decrease confusion and ensure both parties both understood the reason we these weekly sessions, I initiated a discussion on the aims and objectives, identifying that the main aims of sessions one was to gain a full understanding of our rights and responsibilities. As a supervisor, it was important to assure the supervisee of her right to share her own ideas and know she is being heard, to have questions answered and to be able to discuss worries with the trust that information will not be shared, she also has the right to be given regular feedback and support. As a supervisor, I am responsible for ensuring these rights, to remain engaged within the sessions, to not become distracted with outside engagements such as emails, phone calls etc, this is also the responsibility of the supervisee, this is to ensure both parties are taking full advantage of the session and to build a good working relationship with one another. We will both be responsible for keeping to the agreement, referring to it as and when necessary. The supervisory role is also to take main control over the sessions, keeping the supervisee motivated and engaged, even supporting them with any outside issues that may be affecting their ability to focus and understand, by providing support, listening to any needs and possibly offering advice or a change to the supervision schedule. As Tash (1967), explains, if the supervisor is reluctant in becoming supportive and sympathetic to the supervisor and rather creates a more tentative and reluctant approach, the supervisee is less likely, and able to build a relationship where they feel able to confide therefore, will build barriers, preventing them from progressing, particularly if they are made to feel undervalued. When the supervisee feels comfortable and understood, they are more able to overcome issues and have a better oversight themselves and progress more easily, to ensure this, it is for me to be approachable and helpful, offering support and relating to their issues with a compassionate approach. The supervisee and I created a relationship through weekly Teams meetings online, this is due to the current pandemic, preventing face to face sessions. This has proven to be a barrier in creating a relationship as we are unable to meet in person and must reply on technology to communicate, which has various difficulties including connection issues, software differences, lack of ICT skills or experience. We are also unable to create a personal connection, leaving the relationship feeling more distanced and less relatable, Muilenburg and Berge (2007), explain how their study found several issues with online sessions when compared with face to face, including the lack of social interaction wh ever, ich lessons the ability to connect with one another, as well as motivation as working from home can prevent morale and engagement, leading to greater struggles and misunderstanding. We have discussed how we will take full advantage of this new experience, however, using good communication, having swapped contact information so that we are able to communicate as often as we like, replying at the soonest most convenient time, prioritising our agreed session time, keeping one another informed on any changes as soon as possible. We will also be exchanging notes after each session to ensure a mutual understanding. 

So far, the most appropriate supervision environment has not been possible for my sessions with my supervisee and has therefore caused some communication issues and has resulted in lack of personal relationship, leaving the relationship feeling distanced and some-what uncomfortable. However, an appropriate environment for supervision is key in ensuring good supervision, but there are many things to consider when creating the ideal environment, based on each setting. Shipton (1997), explains how any amount of anxiety can prevent one from being reflective and open, which suggests the best place for a supervisory session is somewhere mutual, where the supervisee feels comfortable, rather than a formal setting such as an office where the supervisor would have more dominance, this was obtainable within my sessions with the supervisee, as we were both within our own homes, connected via teams, my supervisee was in a place of comfort to her.  Supervision also needs to be somewhere private and contained where there is no risk of disruption, as Balint et al (1993), say, ‘working with disturbance is disturbing’, which would distract from the session itself, this was something that could not be fully controlled by myself as I cannot determine who would be in the house with myself of my supervisee and was therefore an unrealistic aim, although so far neither of our sessions have been interrupted. Due to the current situation in the covid-19 pandemic, meeting for supervisory sessions has not been possible whatsoever for my sessions with my supervisee, which has caused great difficulty as we are currently attending supervisory sessions online though ‘Teams’ meetings. This method is informal, due to them being in the comfort of our own homes and therefore, do not allow for a personal connection, so we are unable to build a working relationship as closely as you would within a work setting. In today’s session, I suggested that, if needed, we could meet at the SA1 library in future, following social distance guidelines, to allow us to meet face to face and have a better conception of one another. Due to this current situation, we have taken more time to talk and get to know one another and discuss our experience and understandings. Together, we have been able to build a trusting relationship where we feel comfortable to message one another, outside of meetings so I am able to offer her support regarding any issues. As a supervisor, I have been sympathetic to any difficulties that may arise and have been supportive in advising my supervisee with any issues (Herman, 2012). As this is a role which is new to me, especially within a pandemic, I have been very apprehensive in carrying out these sessions and feel that this is most definitely a learning experience, and I am ensuring I attend sessions open-mindedly. Reflecting on today’s sessions, I feel overall we have been successful in establishing a good basis for our sessions, regardless of distance, we are both in agreement on time and communication platform and are now able to jump straight into topic (Gibbs, 1988). I have now concluded that, even though we have created an environment which works for us, and formed a so far working relationship, we have only had the opportunity to meet for a supervisory session twice and therefore will have further issues to overcome, whether we remain only meeting online, or eventually in person, including technological issues, which are highly likely on the basis that we are both new to this form of communication. I have concluded, that should something like this occur, it would be my responsibility to resolve, as supervisor, to ensure that she is able to speak easily to me without issue and feel heard, being able to provide full support where I have not miss understood what she has said due to bad connection, so I have taken it upon myself to take extra time to become more familiar with ‘Teams’, I have also provided my supervisee with my private mobile number, so she can contact should any difficulties arise .I have also had time to consider a plan of action to avoid unnecessary difficulties and plan to suggest that we do try to ensure that even though we are both at home, we are not disturbed during sessions, as I understand disruptions during online meetings are more likely to occur, therefore I have decided to go into a separate room and inform family that I am in an important meeting which should not be interrupted unless necessary and am hoping my supervisee is able to do the same.

Supervision is to monitor and advice a supervisee and to provide support and opportunity to reflect on positives and negatives, discussing aims and achievements. Supervision provides the supervisee with a more knowledgeable person to support them to perform better and gain greater knowledge of their own abilities and performance (Woods, 2001).  In youth work specifically, supervision is primarily about critical self-reflection and being open to new ideas and training, under the supervision of a manager or other more superior professional (Sapin, 2013). For my sessions with my supervisee, I have found that it is beneficial for me to have more experience of working with young people, this provides me with the knowledge I need to give advice and reflect on my own work with young people and how I have overcome challenges in the most appropriate way, relating to her situation, showing I understand her point of view and am able to build on her perception. However, this does not stop me from having some preservations and times where I am concerned that I do not know how to lead the session, as I am still new to the supervisory role. This does not mean I am failing as a supervisor, though, as Hawkins and Shohet, (2000), say, even the best supervisors can struggle in their role and have times where they feel lost for words. These experiences teach me how to overcome difficulties as I learn from mistakes and reflect on what I would do differently next time, or perhaps how I could have avoided issues arising, also becoming more confident in my role, feeling more comfortable to respond, trusting that I am able to guide my supervisee appropriately (Gibbs, 1988). It is important to grow and understand that there is also room for improvement and to teach this to your supervisee, supporting them to understand that, though they may feel confident within their role as a youth worker, there may still be more they can do to improve on their performance and understanding, so they are able to best support the young people they are working with. As the Youth Work National Occupation Standards (2014), explain, professionals working within the youth service should constantly be searching for ways to better their performance, for which supervision is essential, as youth professionals should always be up to date with new methods, information and training. Kadushin (1992), talks about the importance of supportive supervision for the building of esteem and overall job satisfaction, to motivate youth workers and keep them enthusiastic within their role, preventing ‘burnout’ and feeling underappreciated or unconfident in themselves, as they lose their passion and morale. This is something I relate to greatly with my supervision sessions, as I have found my supervisee to have various issues with anxiety about the course and doubts in her ability to achieve, leading her to panic and even consider leaving her studies, during these times of worry, I have provided my support though calming methods such as talking her through her issues and trying to guide her to find solutions such as breaking down her workload into sections and providing advice on how to plan her work and create a routine. He explains how supervision should provide prevention of stress and aid the supervisee to be able to control their stress on their own, to understand where the stress is coming from and how to deal with it in a way that suits them, to stop them from becoming overwhelmed. Kadushin’s (1992), administrative supervision refers more to improving youth workers ability though ensuring they are following policies and procedures, overseeing that they are being properly adhered to and to correct them if they are not following these properly, this, he explains, ensures best they are working the best they are able, providing the best service. Finally, he discusses educational support, which focuses on the supervisee’s skills and knowledge and how they can improve on these, using reflection, such as using Gibbs’ (1988) model of reflection, the supervisor’s role in this would be to ensure the youth worker is aware of their strengths and room for improvement so they are able to improve performance, the supervisor would guide them to critically analyse their own performance in search for ways to enhance their work. I have ensured my supervisee is reflecting on her work and learning from mistakes and looking for ways to improve, however, this is not something we have looked at greatly as she is new to her studies and yet to submit any work, and therefore does not have a grade to improve from or specific feedback on her work. 

One of the main functions of supervision is reflection, as Ingram (2013), discusses, it is important for use supervision to support the practitioner to explore emotions and to analyse their work and ability to understand their own strengths and weaknesses, looking at how their personal feelings and opinions are affecting their role and how to overcome personal objectives, being able to empathise and remain unobjective, not pushing their own views onto young people or letting them effect their performance, to remain fair and supportive regardless. I have taken this into account when partaking in my own role as a supervisor, being alert to objectification and ensuring that my supervisee’s work was not overshadowed by personal perspectives and opinions, discussing with her how easy it can be to let our own bias interfere with work and how to avoid this, by being constantly aware of how we speak and how influential young people can be. To support this, I have referred to Thompson’s PCS model with my supervisee, to explain to her where our bias comes from, as Thompson (2003: 13) says, there are three levels to which oppression can be analysed, the personal (P) level, cultural (C) level and the structural (S) level. The personal level refers to someone’s own prejudice, the cultural reflects opinions generated by one’s culture and background such as religious views and finally, the structural level is related to opinions which seem to reflect society’s views and beliefs formed from social norms, including government beliefs. Using this within my sessions, not only helps my supervisee gain a greater understanding of bias but will aid her to understand where the opinions and views of young people can develop from as well as her own, supporting her to understand them at a greater level, and to realise that there is always a reason for their way of thinking, regardless of how extreme it may seem, as many young people that youth workers work with, can have strong, offensive views (Thomas, 2002).  To be able to reflect during supervision, it is important to take time to understand yourself better, learning more about your own strengths and limitations and how these can affect your supervision sessions, as Sapin, (2009), discusses, locating oneself can prove significant in the success of supervision. He explains that the ability to recognise your own strengths and limitations is key in developing yourself within your work and to become more confident and successful as a youth worker, suggesting that you need to identify your personal weaknesses to best be able to support others. This was important to understand when considering my role as a supervisor, I began to look at myself in a new light, as I started to critically analyse my own abilities, where I feel I am more confident and where I can struggle. To do this, I used guidance from my previous supervisors, including a tool to determine what personality type I am, which gave an unexpected result which I then evaluated. Participating in this helped me to realise some of my qualities that I had not considered, some of which rang very true and therefore gave me an alternative perception of myself. As Mosselson (2010), finds, understanding yourself better can support your self-awareness and teach you more about how you respond with other personality types, considering possible clashes in personality as well as similarities in identification. I also created a timeline of my life, to pinpoint significant events that could have contributed to shaping my personality and opinions, I then encouraged my supervisee to do the same, so that she was able to identify some of her own life events that have shaped who she is now. Following Kolb’s (1984) theory, I used this experience to gain greater understanding and was able put this knowledge into practice as a supervisor and was able to guide my supervisee to do the same, explaining to her the benefits that I personally found in this, based on my experience, ensuring her that it was beneficial and worth taking time to do, that it had supported me in my work. After carrying these tasks out, we were able to discuss both of our findings, and I feel we gained a greater understanding of each other after this, as we learned more about one another. As Eley and Jennings (2005), explain, the supervisor/supervisee relationship is important and taking the time to know and understand each other can be vital as it support each participant to relate to the other and gain greater comfort and result in more successful supervision. 

During my sessions with my supervisee, one of her key issues that we discussed was her concern for finding an adequate placement with young people during the coronavirus pandemic. The supervisee explained how she felt it was impossible to be able to be accepted anywhere on placement as there were no settings that were able to allow outside people to work, due to the worry of spreading the virus, professionals wanted to limit the number of people within their settings, as they needed to follow social distance guidelines (Welsh Government, 2020). This was an issue that I was not facing myself as I am able to use my current job as my placement, so I was not able to relate, however this enabled me to have another viewpoint and talk to her about how settings with young people are handling the situation. She had some concerns that some settings were turning her down as they did not want any inconvenience, so I was able to settle these worries and explain that staff were highly likely to have rejected simply because of the current pandemic. This did not stop her overall stress, however, as she was still worried that she would not find a placement in time to complete her module and would end up failing. As a supervisor, I needed to firstly calm her down as she was overwhelmed and even considering leaving her course altogether. Hess (1987), talks of how a supervisor needs to be therapeutic and empathetic with the supervisee, showing a genuine concern, suggesting that keeping them feeling understood and heard will ease nerves, she explains how sharing their issues with the supervisor can take the pressure off and therefore leaving them able to think more constructively. To achieve this, I talked my supervisee through the issue, as I know that when I have study or work-related stress, I can struggle to concentrate and motivate myself to work through issue. However, during these times, I have found support in others, simply by talking about my issues and discussing them aloud as this helps me to see the situation in a clearer light, as I explain them to someone, which often encourages me to continue and gives me to new headset to carry on. Proctor, (1987), discusses the need to keep the supervisee ‘refreshed and recreated’ so they can clearly understand their own worries and are more able to prioritise and problem solve without overwhelming themselves and becoming too stressed to act in a productive and appropriate manner. After we discussed her worries reassuring her that she was not alone in this issue and that other students on our course were also struggling to obtain a placement, she then mentioned that one student had left the course from the stress of this as she felt she did not have enough time to complete the necessary hours. This was leading her to believe that this may also be the best option for herself, but in order to prevent this, I suggested she look at other ways to resolve the issue, such as contacting youth services further afield, as well as contacting her module leader to request more time due to these unusual extenuating circumstances. Loganbill et al (1982), agrees with the theory that a supervisor should be therapeutic and should guide the supervisee to continue their personal development, explaining that a relationship between the two must exist in which one can encourage the other to achieve and develop. To assure this was the case for my supervision sessions, I wanted to encourage her to continue on her studies, as I felt that dropping out would leave her with a feeling of failure and regret. To do this, I listened to her concerns and discussed with her the negatives to giving up, along with the eventual positives of graduating, allowing her to see the benefits for her future after completion of her course. I also began to ask her about her initial reasons for applying and about her aspirations, reminding her that these struggles are temporary and in order to achieve the success she dreams of, she needs to find a way to focus and power through. I wanted to ensure motivation to strive in order to prevent complete burnout, as van Dam et al (2011), examine, burnout is much easier to prevent that solve, and motivating someone who is already experiencing burnout is extremely difficult, so they express the importance of prevention as they prove burnout to be challenging to work through. 

Another issue that arose during my supervision sessions, was home concerns from my supervisee which were interfering with her attending her university lectures through teams and completing her assignments. My supervisee is a co-parent with a young child and has experienced various clashes with schedules such as school drop off and pick up alongside lectures and supervision sessions. She has also had to care for her child whilst completing her assignments and during some of our sessions, which has proven to be very difficult, as she attempts to multitask, she finds herself becoming stuck in the middle and having to prioritise being a parent over a student. As UCAS (2020), point out, there are various issues that studying parents may come across during their time at university, such as juggling the workload whilst being a full-time parent, time schedules crossing over, meaning you cannot be in two places at one, money worries and travel time, to allow you time to take your child to school or form of childcare and have time to travel back. However, as they are a known organisation that supports students, it is a positive that they recognise these difficulties, as they identify them more as obstacles and not as reasons that a parent should be unable to complete their studies. In fact, UCAS discussing this matter, brings to light that it is common for parents to attend university and therefore should not be seen as a reason to drop out. This was something I talked to my supervisee about, and advised her to research this information herself, as there were offers of support through the organisation which she would be eligible for. Not only this but I wanted her to feel like she was not alone in her worries, as there were many other students in the same position as her. As we went through the struggles she has encountered so far, I encouraged her to go through Gibbs (1988), reflective cycle so she could better understand her situation and form a better plan going forward, so we went over how she found the first module and the difficulties she faced as a studying parent, we looked at her overall thoughts, the good and the bad points of parenting whilst studying, analysed the situation and formed an overall conclusion of the matter, once we had gone through these steps, she began to conduct a future plan to prepare for some of the things she could have done differently, such as changing days with her co-parent, discussing with her partner how they could change their plans to work around her course, she also began to look at ways in which she could keep her daughter occupied to allow her time to study at home whilst taking care of her child. To help my supervisee through these worries, was not at straight forward as this however, as I did need to take time to consider how to best help her as I felt this was an area I could not relate to, as I am not a parent myself. After she brought these concerns to me, I prepared myself to discuss them more greatly in the next sessions, by researching the various barriers that studying parents face and finding possible support to discuss with her, such as what UCAS (2020) offer. I then looked back to my lessons and what I had learned from Gibbs (1988) module and found this helpful. However, I also found support in talking with my own mother who had been studying whilst me and my brother were young and she explained to me how she juggled everything, such as having my father and extended family for help. As this was some time ago, she has now seen the many benefits of completing her studies, even while parenting and said that it had not only supported her career and development but taught her a great deal about herself as she had to deal with the pressures. This greatly supported my understanding, and I discussed the positives of working with such strain with my supervisee, so she was also able to see the light at the end of the tunnel. As Arevalo (2011), says, there are many advantages to working under great pressure, as this teaches you great employability skills such as time management, organisation, supports you to achieve better overall performance and boost work ethic and motivation. These are not the only benefits though, he continues, as you also become more enthusiastic yourself and with a greater desire to succeed, leaving you with a greater feeling of achievement and can teach you that you are more capable that you once thought, supporting personal belief. 
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Critical Review
A consideration into the application of two management theories within youth work in Wales and how the current pandemic is affecting this.
This critical review will research two main management theories, specifically Theory X and Y and the Contingency Theory and their relevance to youth work settings in Wales today. They will each be critically examined in response to the Covid-19 pandemic to show how each relate to leaders and managers working within the Youth Work sector in Wales. During research into the contingency theory, areas such as funding, access to services and the need for support for young people will be considered, and how the pandemic may have influenced this. There are various factors to investigate during this research in order to gain an understanding on the true effects that youth work settings are experiencing as a direct result of the coronavirus pandemic such as social distancing, closure of various external settings that youth workers use, poverty in young people caused by parents losing jobs, access to resources including computers at home and mental health complications from isolation and a lack of support consistency during lockdowns. Reliable resources will be used to determine the direct affect lockdowns are having on poverty in Wales, specifically amongst young people and the increased need for services and support as well as the new ways these must be provided and how the two management theories could link into this. This will be critically considered from the perspective of the Welsh Government and Youth Work officials, as well as from youth workers and young people living in Wales. This review will use relevant articles and resources to gather information and form an objective, critical view of the subject, to determine the greater issues from the pandemic and how the two theories relate to how youth work is running in Wales including how youth work managers could have used them for support through the pandemic.

The contingency approach is a management theory which discusses the need for managers and leaders to always be openminded and prepared for unforeseen circumstances, and to be ready for change and not rely on a single plan (CFI, 2021). CFI explains that, contingency theory means to ensure that there is not just one structure for resolving a situation, as all issues are different and the same technique will not always work, that each issue will need to be resolved accordingly as they cannot always be predicted. They continue that, to succeed in the contingency approach, youth work management and leadership must understand that they should have limited expectations and not panic when something goes wrong or changes last minute as these instances are not uncommon in youth work services. Managers and leaders should plan as and when needed and remember that planning for future circumstances with no understanding of the situation itself will simply not suffice, a plan that could work for one scenario will not necessarily work for another. Feidler’s (1967), contingency approach talks about how leaders and managers affect the overall theory’s effectiveness, explaining that they need to have full control, including in their relationships with all workers, and should be able to guide them efficiently. He explains that the leader/manager must have the confidence to take control, guide and assure positive enforcement, whilst also being able to dictate and correct workers using their authority and not allowing workers to overpower or rule above their position. Justis (2017), examines Fiedler’s theory on contingency, talking about the dependency of a subordinate on the leader, such as a dependency for reward, including recognition and career progression, he explains that this is important for the manager-employer relationship and the performance of the team, this, he continues, is critical in the success of the contingency theory. For example, if a youth support worker is working from home during a lockdown, the manager cannot oversee work and without giving some form of incentive, the worker could perform to the bare minimum as they away from any supervision, opting out of online meetings and not giving maximum effort and being a valued member of the team.  This is critical, as ETS Wales (2021), highlight, youth work is still essential throughout lockdown and even though settings may be closed, it does not give youth workers ability to fall behind in their role, as they must still ensure they are meeting the needs of young people and following professional guidelines. They talk about the future of youth work, specifically students that will go onto become youth workers and are learning during these uncertain times. They feel that students will not be any less knowledgeable than those who studied before them and are carrying out various innovative ways to assure best possible learning, regardless of being in practice, working around struggles such as inability to attend face to face settings. This is a perfect example of the contingency theory in use within youth work, as the response to the pandemic, was not pre-planned, it is being dealt with after such difficult circumstances arose, using online methods including Teams and is being monitored closely to determine success, dealing with the situation as it is progressing, considering blended learning as restrictions begin to ease, rather than looking at old methods and relying on strategies used before COVID-19. Keith Towler (2021), who is the chair of the Interim Youth Work board for Wales, discusses the need for support for young people in Wales in response to concerns from the pandemic, after hearing some of the issues young people have raised, he considers new forms of support that are specific to the unusual circumstance. This relates to the contingency theory as he does not rely on his previous extensive experience for solutions and acknowledges the need to respond to what young people want and need right now, not assuming their needs are the same as young people he has worked with previously, as youths of today are facing a whole new world, due to the Covid-19 outbreak. Considering the restrictions that have been in place as a result of the coronavirus pandemic, young people have been prevented from attending their usual settings, including schools and any other support facilities and in response to this, youth workers have turned to the use of technology, such as computers, tablets and laptops, which they use to send resources to young people, and to also keep contact and ensure their wellbeing (Welsh Government, 2020). This new way of providing support for young people is something that has never been done to this level before and, following the contingency theory, could not have been planned for in advance as such conditions were completely unforeseen, no one could have predicted that this would be something we needed, as it is not as beneficial as face-to-face provisions. As Simpson (2020), explains, this new form of support has proven less effective and weakens the relationship between youth worker and young person, nonetheless, it is the most sufficient solution given the current circumstance. Not only this, but The Children’s Society (2020), discusses the further disadvantages to young people from less advantaged homes, explaining that, for them, it may be harder to access the new forms of support if they do not have appliances such as laptops or tablets at home, preventing them from receiving that critical support and learning opportunity. They explain the detrimental effects this is having on young people during lockdown, continuing that not only are they left with no support and contact from youth workers, but this can also bring feelings of shame and loneliness. This, however, was something that has been aided using some pre-planning, as before the pandemic, there was a large increase in funding for youth work across Wales, less than a year before the initial lockdown, the Welsh Government (2019), issued an announcement, stating they were more than doubling youth work funding, recognising the need for young people to access services, regardless of living conditions and family income, ensuring inclusion for all. This is something that is now more vital than ever, as more young people struggle to access services during lockdowns, with more young people facing poverty following the pandemic, an issue which is predicted to continue to rise (Children in Wales, 2020). The extra funding, which has gone partly towards supporting young people to access services from home during the pandemic, was something that had been put in place prior to the pandemic, so even though the contingency theory (Fiedler, 1967) would say to plan around the situation once it has already occurred and to consider all options, increasing funding before the crisis arose, in this instance, proved extremely beneficial during lockdowns and has supported youth workers and young people throughout. 

Douglas McGregors Theory X and Y looks mainly at the specific perspectives of management, in particular their views on the workforce and how they feel is best to manage their employees. He separates managers into two categories ‘X and Y’ and explains how managers with the Y perspective have more success and are generally have more success with staff than those in category X. This theory therefore only considers the success of a setting or business solely based on its managers perceptions and how he/she behaves towards staff, McGregor’s X and Y theory explains how X managers are more pessimistic and whereas Y managers are more optimistic (Kopelman et al, 2012). They explain how, based on Theory X and Y, leaders and managers, make automatic assumptions on staff, whether they know they are doing so or not, pessimistic managers, would make assumptions that all staff are lazy, and need prompting and would use threat of punishment to encourage them to perform well, however the more optimistic managers (Y) would assume that the staff want to strive to do well and will therefore show own initiative without being without needing extra encouragement and punishment as an alternative. It is because of these viewpoints, McGregor believed that for theory X, managers would feel the need to use a more authoritative approach and intervene far more into their employer's work, giving more prompts, corrections and supervision, such as mentioned in the contingency theory. However, theory Y suggests that managers who have more faith in youth workers will allow them the freedom to take on responsibility through their own free will and be more creative with their role, not needing continuous direction (McGregor, 1967). Ord, (2012), discusses management approach in youth work, and how this has progressed over the years, explaining how ‘management’ have been given more and more control as the roles become more significant over time. He suggests that the role of the manager has become more related to theory X than Y, explaining that even the role title had developed, sounding more authoritative, having previously been referred to as ‘advisor’ or ‘organiser’, he expressed that the development of this role has also involved more authority and control over youth work staff, however he believed that this was well intended. This theory goes on to suggest that employers can feel undervalued and lose passion for their role when being closely directed and feel they are being observed for faults rather than appreciated for their work, that if they feel trusted to perform well without being pressured into working harder, then they will want to do well and perform to a higher standard (McGregor, 1960). During the covid pandemic however, it would seem that youth work officials such as Keith Towler (the chair of the Interim Youth Work board), has expressed the importance of all youth workers and their part in providing vital support for young people during lockdown, appreciating their work and commitment (Towler, 2020). Towler praised youth workers for their efforts in supporting young people during the coronavirus pandemic and appreciates how much they have achieved during these worrying times, explaining how youth workers have not allowed the situation to deter them from their roles, suggesting that they have not needed close management, such as in theory X, and have been committed and creative in these new ways of working, that even though most have worked from home with no first hand supervision, this has not had a negative impact on the outcomes for youth work. This would suggest theory Y is more efficient and that giving workers the trust and independence to perform well without pressure, gives them a greater desire to achieve. Continuing from this, Towler expressed the need for youth workers to be identified as key workers, and for the importance of youth work to be acknowledged during the pandemic, to allow more services to go ahead during restrictions, this is a battle he was not alone in as the National Youth Agency had also been striving for this, stating that this had finally been announced but was not achieved until more than nine months after the pandemic began in March 2020 (National Youth Agency, 2021). Ford et al (2005), discuss youth work management today and the way that they feel is best to direct people in the sector, they talk about the role of the manager and what that should look like in modern youth work, explaining that it is their job to motivate, inspire and encourage their staff, empowering them to do well. This, they continue, should be done through good team building, developing professional relationships, sharing values and goals, praising hard work and achievements as well as appreciating and understanding culture and beliefs, without this he explains, youth work management risk losing staff focus and commitment resulting in poor services and a dysfunctional workplace. This positive approach would agree with McGregors Theory X and Y, as it suggests that over-management along with demanding and controlling attitudes would cause resentment amongst staff, leaving them with low motivation and desire to commit. CWVYS (2018), highlight that Wales is one of few countries to regulate qualified youth support workers, and should be proud of this as it is so important, talking about their partnership with education in Wales, they state how essential it is for youth workers roles to be valued as their contribution to society is vital. They express the need for youth support workers to be involved with the planning and development of youth work and should be seen as a vital cog in the system, as their insight is just as important as that of leadership and management, because they are also working directly with young people and will have added knowledge from their experience. This suggests the importance of theory X and Y, as youth workers need to work with management and not just for them, to work as a team to provide the best services, something which would not be achievable if they did not believe managers respected their suggestions and trusted in their quality of work. With this is mind, it is important for management to have good communication with youth workers whilst planning for what provisions will look like following the pandemic, as the Welsh Government (2020), points out, each youth work service in Wales is different and therefore all cannot be planned for as one, meaning each setting will need to plan and develop how they will deliver support in accordance with the welsh government guidelines following lockdown. They explain how vital it is for every youth support and senior support worker, to understand their role and what they need to do to prevent the spread of coronavirus, as well as providing sufficient support for young people, through working closely with management. However, this is not always the case as no matter how youth work officials plan for team involvement and building trust, to have complete, constant control over management in all settings across Wales is far from possible and the actual experience of youth workers will vary drastically, based on experience, each setting will have its own approach, and each senior or manager within the setting will have their individual approach and regardless of what officials may advise, they cannot change each managers own perspective, and if they feel that a firmer, more domineering approach with stricter guidance will work better, or if this is a preference for them, then this will likely mean the setting is run much tighter, with a more defined hierarchy amongst staff, which can lead to hostility and reluctance from youth workers along with higher staff turnover. 

In conclusion, after conducting all this research, it is evident that not all youth work managers in Wales will have the same approach, and the effectiveness of approaches differ in opinion when looking at different management theories. The contingency theory would suggest that managers should be in full control and able to direct staff accordingly in any circumstance, so that if an issue should arise, they can take leadership and guide all others, being able to plan for a solution and lead the situation. This theory relies on youth workers being subordinate to their managers and desire to do well to achieve and be awarded and gratified for their work, not wanting to have repercussions for underperforming. This, however, is the opposite the McGregors theory X and Y, as he believes having this control over staff and constant supervision will in fact achieve the opposite, instead of having them work harder and giving motivation, it will leave them feeling undervalued and not trusted to perform well. Theory X and Y points out how giving staff the trust to work independently and to acknowledge their efforts through respecting their views and working with them rather than over them will give them a higher desire to succeed and progress, providing motivation and work satisfaction, whereas being a demanding manager who constantly supervises work and gives correction will lead to workers not using their own initiative and prevents them from using their creativity within their role. Even though both theories are contrasting each other, each has evidence to suggest their approach is successful, but not in all cases, and when considering this during the Covid-19 restrictions, youth work managers in Wales have responded differently, as each setting will need to plan what is best for the young people they support, so determining which theory is ‘best’ in this instance is impossible as each comes with its on advantages and reasoning. 
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