Practice Log 1 

My supervisee and I arranged a meeting on Microsoft teams at  14.30 on the 5th of October 2020 to discuss and create our supervision contract .

Description
Supervision has three phases; ‘Getting to know each other’, ‘dependency’ and to ‘reflect and problem solve interdependently’ (McNamara, Lawley and Towler 2008).  Although the supervisee and I have a close friendship in our personal lives, we are in the ‘getting to know each other’ stage within our professional relationship as supervisor and supervisee.

As a supervisor, I had discussed the importance of us setting out a supervision contract which is mutually agreed on (Sapin, 2013). This will shape our professional relationship putting boundaries in place and ensuring we are clear on each other’s expectations from supervision (Carroll, 2014).  We discussed the importance of confidentiality  and time management as part of the contract meeting. 

Sapin (2013) explains the role of supervision within the youth work field as providing “structure for professional youth work practice, where supervisees can reflect on recent practice and plan future developments that are consistent with youth work principles”
(Sapin 2013, pp. 187-188).

I used this definition to shape the way I planned to work as a supervisor. I also reflected on my time as a supervisee to shape how I would work as a supervisor. Hawkins and Shohet (2012) suggest “to be a good supervisor you must first experience being a proactive supervisee” (Hawkins and Shohet, 2012).

As a supervisor I was aware that it was paramount that I create a calm and supportive environment for my supervisee. I spent time researching how best to creative this environment on Teams, as face to face meetings were not an option (Tash, 1984).

Feelings
I was apprehensive when I was made aware that I was going to be supervising someone as part of the supervision, leadership and management module. Learning who I would be supervising made me feel more at ease. 
Due to my dyslexia, I sometimes find it hard to transfer my ideas into words or on paper what and this was a big part of my apprehension. My supervisee was very understanding, and we agreed that she would try and send me reflections prior to supervision to give me time to plan ahead (Sapin, 2013). 
I feel our first supervision went with ease and that our professional relationship will work well. 

Evaluation
The first meeting went well and according to plan. We discussed and came to a mutual agreement on all topics on our agenda (Tash, 1984). We decided to use a more informal approach to help the supervisee feel more comfortable. I found at some points in the meeting I was concentrating too much on making notes. 

Analysis
On reflection, I realised I should have been listening more to the supervisee rather than making notes. Good communication skills are paramount to becoming a proactive supervisor and I decided this is something I needed to work on for future sessions (Carroll, 2014). 
I need to work on using communication styles that are appropriate to different people and situations (CLD Standards Council Scotland, 2019); this is vital in the supervisee/supervisor relationship (Carroll, 2014).

Conclusion
I felt my first session as a supervisor went well. I was apprehensive to begin with however Sapin (2013) suggests it is completely normal to have these feelings. I feel my role as a supervisor will help me to ‘work as an effective and reflective youth work practitioner’ (CLD Standards Council Scotland, 2019).

Action Plan
Before our next session 
· Research my supervisee’ s placement to gain future understanding of her role within her organization (Carrol,2014). 
· Research active listening skills to further my growth as a supervisor (Carroll,2014).


Practice Log 2 
Meeting on Microsoft teams at  14.30 on the 12th  of October 2020

‘We are having to close earlier due to older young people not attending Dr M’s’

Description
I suggested to the supervisee a chapter in Kate Sapin’s  Essential Skill for Youth Work Practice 2nd (2013) prior to our second meeting to familiarise herself with the purpose of supervision.

Our supervision was arranged for 10 minutes after lectures. Carroll (2014) suggests it is important to have time before and after supervision to reflect on the session.

As part of this meeting I explained the functions of supervision and the three key roles being ‘administration’ , ‘educational’ and ‘support’ (Carroll, 2014).

During supervision I used administration, educational and supportive skills.
I suggested to my supervisee to make enquiries at their placement about policies on online activities which could be used to re-engage older young people who have disengaged due to the social distancing guidelines at Dr MZ (CLD Standards Council Scotland, 2019). I felt we were able to identify any obstacles which hindered the success of the youth work activities and determine how these might be addressed constructively (CLD Standards Council Scotland, 2019).
After supervision we compared notes which helped us gain a mutual understanding.  We decided collectively to rearrange supervision sessions for a Saturday to allow ourselves time to move from student role into a supervision role. This will aid the development of our professional relationship (Tash, 1984).

Feelings
I feel that my confidence has grown since our first supervision; my active listening skills improved as I decided to make less notes.
As a supervisor, I am aware that my role will have an indirect impact on the young people where my supervisee works (Hawkins and Shohet, 2012) which puts pressure on me to be the best supervisor I can be.

Evaluation
This supervision session was both beneficial to myself as a supervisor and my supervisee. I felt my supervisee took all my notes in and will use it within her future practices. In addition, I was able to allow her to express herself fully by creating a supportive environment (Carroll, 2014).
Changing supervision to a Saturday will be beneficial as I felt myself and my supervisee were sometimes reverting to our student classmate relationship during this supervision (Wiedow, 2017).

Analysis
I was very aware during the session to be mindful of my active listening skills, mirroring phrases, mentoring Drs MZ and the recent activities I had seen on their website site and asking open questions (Carroll, 2014).
As a supervisor I feel I need to do additional research into the role of a youth worker within a youth club as I lack experience in this field. It is paramount as a youth work supervisor to identify gaps in my own knowledge and skills and agree on developing priorities and objectives to address those gaps (CLD Standards Council Scotland, 2019).
Conclusion
Moving our supervisor sessions to a different day will benefit both myself and my supervisee (Wiedow, 2017). Within our supervision relationship we are gaining confidence and working well with each other which helps a lot as a first-time supervisor.

Action Plan
Before our next session
· Research the role of a youth worker within a youth club
· Work on professional boundaries during supervision
Practice Log 3 
Meeting on Microsoft teams at  14.30 on the 18th  of October 2020

‘ What will happen if youth club closes due to new restrictions’

Description
Supervision has three phases; ‘Getting to know each other’, ‘dependency’ and lastly to ‘reflect and problem solve interdependently’ (McNamara, Lawley and Towler 2008).  
During our supervision, we have developed and grown our professional relationship.
I feel we had moved in to the ‘dependency’ stage.

My goal as a supervisor is to create a learning environment and to support my supervisee to learn from her own practice (Carroll,2014). Furthermore, for the supervisee to start to ‘building the bridge between theory and practice’ (McGuire, 2013, pg112). I feel we are achieving this during our supervision sessions.

During this supervision, my role was mostly supportive due to my supervisee worries around her placement when the new coronavirus restrictions are put in place. As a supervisor, I need to find a balance between ‘administration’, ‘educational’ and ‘supportive’ support (Carroll, 2014) and will keep this in mind in future sessions. Well balanced supervision is essential in order to deliver consistent high-quality service (Jenkinson, 2010).

Feeling
I felt that the supervisor/supervisee relationship would be problematic due to supervision taking place on Teams and not face to face, however I feel this has not been an issue. Hawkins and Shohet (2012) stated that supervision can be effective on a video link especially when a relationship has been formed face to face beforehand. I feel my supervisee has been able to open up to me comfortably. 

Evaluation
This supervisor session was very successful. I feel I was able to support my supervisee with her anxieties around coronavirus. 
Moving supervision to Saturdays helped to maintain the supervisor/supervisee relationship. Scharmer (2007) suggests it is important to revisit and amend the supervision contract mutually if you find something is not working within supervision sessions.

Analysis
Reflecting on the supervision session has helped me to digest the theory around supervision thereby ‘building the bridge between theory and practice’ (McGuire, 2013 pg112).  Moon (2004) cements this stating ‘Reflection and learning are always closely connected and change in one automatically activates changes in the other’ (Moon, 2004, pg59). 

Supervision needs a healthy balance between being ‘administration’, ‘educational’ and ‘supportive’ (Carroll, 2014).  If I find that I am only preforming one of these roles in future supervision and find this is a pattern I will discuss this further with my supervisee. 

Conclusion
Although this supervision was successful I need to be mindful in future supervision to keep a balance with the functions of supervision (Carroll, 2014). 

Action Plan
Before my next supervision session
· Revisit previous supervision notes to reflect on growth of myself as a supervision and my supervisee (Carroll,2014).
· Start learning to trust my own experience (Scharmer, 2007).
· Research the new restriction to be able to support my supervisee fully during next supervision.

Practice Log 4 
Meeting on Microsoft teams at  14.30 on the 24th  of October 2020

‘I did not get the paid  job at Dr M’s’

Description
As my supervisory experience grows and my research around the subject increases my confidence has grown.  I can use positive and critical feedback as well as suggesting further ideas to my supervisee with ease (Richardson and Wolfe, 2007). 

Our supervision sessions have mainly been non-managerial, using a formative role to enable my supervisee to learn and grow and restorative functions of supervision to support my supervisee. However, I am aware I need to use normative supervision when necessary (Bowles and Young, 2001).  This will be a helpful function to monitor my supervisee growth within placement. 

The National Occupation Standards (CLD Standards Council Scotland,  2019) advocates that informal supervision is essential especially during periods of set back and change. With this in mind I felt this week’s supervision was crucial to my supervisee with the coronavirus restrictions plus the set back of not being offered the job she applied for. 

Feelings
I feel as a supervisor it is becoming easier for me to ‘reflect-in-action’, I am able to reflect on what is being said and think on the spot about how best to respond (Schon, 1982). 

Evaluation
I feel this supervision session went well as my supervisee was able to reflect clearly on deciding what she could do better in her next interview. My supervisee was a little upset at the beginning of supervision however she seemed to feel a lot more positive after our session. 
Although during our supervision contract we mutually decided not to use a formal agenda, we have established a pattern to our supervision which intertwines well with our informal supervision style (Richardson and Wolfe, 2007). 

Analysis
As I grow as a supervisor, I am more aware that one of the key roles is to get my supervisee to reflect on situations which are unique to her and help her make sense of them (Carroll, 2014). 
Sometimes as a supervisor you need to use constructive criticism, however this should be valid and well-reasoned. Constructive criticism is a tool that is used to build things up, not break things down (Campbell, 2011). 

Conclusion
Although my supervisee was upset during supervision, I feel she is starting to ‘reflect and problem solve  independently’ (McNamara, Lawley and Towler 2008). 
Although we are not using a formal agenda for supervision, we do need to be mindful of time in future sessions as we ran an hour over our one-hour supervision session (Carroll, 2014). In future sessions we need to be mindful of this and research time management techniques. 

Action Plan
Before my next supervision session
· Revisit previous supervision notes to reflect on growth of myself as a supervision and my supervisee (Carroll,2014).
· Research time management techniques. 

Practice Log 5
Meeting on Microsoft teams at  14.30 on the 30th  of October 2020

‘ Conflicts between individuals on my placement, I do not want to be involved’

Description
Prior to supervision I  reflected for 30 minutes (Carroll, 2014) and  used the ‘Locating of self’ model suggested by Sapin (2013). This allows me to reflect on my own previous experience, knowledge and skills before starting the session (Sapin, 2013). Being able to reflect in this way is paramount in becoming a noteworthy supervisor (Sapin,2013). 
During our supervision to address my supervisee’s concerns, we discussed the ‘importance of ensuring understanding and of avoiding assumptions’ (CLD Standards Council Scotland, 2019 pp.17) within placements. Furthermore, ‘requirements regarding confidentiality, and the importance of meeting them’(CLD Standards Council Scotland, 2019 pp.17).
Lastly ‘the boundaries of own personal competence and responsibility, when to involve others, and how to obtain advice and support’ (CLD Standards Council Scotland, 2019 pp.17). Although my supervisee was aware of these values, I refreshed them in her mind and supported her to start learning to trust her own experience and knowledge (Scharmer, 2007).
One of my main roles as a supervisor is to get my supervisee to finish the session with a feeling of being able to look at a situation ‘more accurately, and with a new understanding’ (Christian and Kitto 1987 pp.9).  This is the key to becoming a more effective worker.
Feeling
I felt my supervisee lacks confidence in knowing she is doing and saying the right things at times and worries a lot how people perceive her. This made me reflect on myself as I often feel the same. However, I can see her growing in confidence each session which in turns helps my confidence.

Evaluation
The session went reasonably well; my supervisee expressed how she felt ‘really positive’ about the session. She felt listened to, supported and encouraged as a result of the session. As a supervisor during this session my aim was to ‘provided accurate, relevant and concise information, encouraging questions and while checking for understanding’ (CLD Standards Council Scotland, 2019 pp.124). 
However, while  reflecting after the session I remembered a chapter in Robert’s ‘Youth Work Ethics’ that would be beneficial to her. 

Analysis
Being able to trust your own initiative and ‘reflect-in-action’  in youth work practice is fundamental. As our supervision is progressing my ability to do this is progressing and my supervisee’s ability also (Schon, 1982). Supervision has been mutually beneficial (Sapin, 2013).

Conclusion
Throughout supervision my supervisee and I have grown in confidence and it has been a mutually beneficial professional relationship (Lappin and Hardy,2003). Hawkins and Shohet (2012) cemented this by stating effective supervision will be advantageous to both parties within the supervision relationship. 

Action Plan
· Research models on the ending of supervision 
·  Contact my supervisee with the additional reading
· Revisit previous practice logs and reflect 


Practice Log 6
As part of the supervision, leadership and management module, I was asked to engage in five supervision sessions with a fellow student.

Description
This practice log will reflect on my progress  as a supervisor. Prior to starting our supervision sessions, my supervisee and I constructed a mutually agreed supervision contract (Hawkins and Shohet, 2012). This was helpful to ensure both parties are working to the same understanding and expectations. Within the contract we set out confidentiality, timings, boundaries (Tash, 1984). 
Our supervision contract helped us keep on track and maintain our professional relationship and to make amendments when necessary.
Throughout our supervision sessions we both ‘worked in line with and championed the values and principles underpinning youth work when working with others’ (ETS Wales and YMCA Wales, 2012 pp.14). This is paramount to engaging in effective supervision. Edward (2001) states supervision sessions should reflect the same values and be underpinned by the same ethics used within the youth worker role. 
Throughout the supervision sessions, my active listening skills developed which helped my supervisee open up. This is an important skill to have as the key role of a supervisor is to support the supervisee to see their situation more clearly through their own reflection on that situation (Carroll, 2014). 
Feelings
I am very proud of myself and how I adapted my friendship with my supervisee into a professional relationship. This required a shift in my own thinking and perspective to be able to fulfil my role dutifully as supervisor (Carroll, 2014). 
When I first started this role, I lacked confidence (Sapin, 2013), however I felt like I grew into the role quickly and my confidence improved greatly within a short space of time.
Our working relationship grew throughout our supervision sessions and we worked well together. Using an informal approach helped to create a calm and supportive environment for the sessions and I felt facilitated this (Sapin, 2013).

Evaluation
My development and increased understanding on supervision over these sessions has helped my confidence grow not only as a supervisor but as a trainee youth work practitioner. 
My role as a supervisor improved because of my ability to reflect and to ‘reflect in action’ (Schon, 1982). I achieved this through using the National Occupational Standards (CLD Standards Council Scotland, 2019) to guide my work. In addition, I have undertaken extensive reading to help plan for each session; this has been fundamental in my growth. 
Whilst I have developed in this role, I am aware I have a lot more experience, knowledge and understanding to gain and this will develop over time (Jenkinson, 2010). Furthermore, it highlighted the need to continue working on my own coping mechanisms with studying with dyslexia. This will help develop my active listening skills while taking notes during supervision sessions. 

Analysis
The supervision contract was paramount to my success as a supervisor as this provided the framework to our relationship to progress from friendship to a professional working relationship (Sapin, 2013). The supervision contract was the foundation to all our sessions and ensured our sessions were supported by the principle underpinning youth work.
Code of Occupational Ethics for the Youth Service in Wales (2012) echoes this stating ‘support, train, supervise and manage colleagues according to occupation-agreed, properly negotiated and understood policies and procedures’ (ETS Wales and YMCA Wales, 2012 pp.14).
To further develop as a supervisor, I need to continue to reflect and increase my knowledge, experience and research. Moon agrees stating ‘Reflection and learning are always closely connected and change in one automatically activates changes in the other’ (Moon, 2004, pg59). 

As a supervisor I used a non-managerial approach which focussed more on the supportive and educational role of a supervision. However, I did use the administrative role when needed for example, advising my supervisee to check her placement’s policies around online learning (Bowles and Young, 2001).  

Conclusion
Prior to starting this module, I had no experience in the role of a supervisor. Although this was my first time within this role, I feel it was successful. I believe it was beneficial to both parties involved and also most importantly to the young people my supervisee supports (Hawkins and Shohet, 2012).
However, I am aware this is the start of my journey as a supervisor and I still have a lot more to learn.

Action Plan
· To continue my research around supervision and the role of a supervisor
· Hopefully have the opportunity to supervisor someone else in the future
· Work on my note taking within sessions
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In this critical review, the writer will analyse leadership and management theories and discuss how these apply in practice and how they apply to youth work.  The writer will explore the increasingly challenging financial climate faced within the youth work profession over the last decade and how this is affecting leaders and managers within the profession.

Management is defined as ‘the act of managing an individual’s or a team’ (Oxford University Press, 2012, pp.346) with various levels of management within youth work organisations, ranging from committee mangers to line mangers (Adirondack, 1998). The National Occupational Standards (NOS) states all managers should ‘motivate principles, methods, tools and techniques within their practices’ (CLD Standards Council Scotland, 2019, pp 141).
 The writer has confidence in good management at all levels being key in a successful organisation (Adirondack, 1998). Ford, Hunter, Merton and Waller (2005) affirm this stating, ‘This field needs to have good leadership and skilled management at all levels’ (Ford et al., 2005).  Good management is paramount in youth work as there needs to be balance between the interests of the young people and the community; funding bodies underpin their work with polices and guidelines (Sapin, 2013).
There are several management theories from Thaler and Sunstein ‘The Nudge Theory’ (2008), Lewin’s ‘Change Management model (1947) to Ouchi’s ‘Theory Z’ (1981). There is no one size fits all theory, and each youth work organisation will benefit from applying a management style that is appropriate to the situation (Adirondack, 1998) Hannagan validates this stating ‘One fit all approach will not be effective’ (Hannagan,2002, pp 62)

Theory Y and X describe two contrasting sets of assumptions that managers make about their employees. The theories propose that a manager’s individual assumptions will determine how an individual manages their employees (Arslan and Staub, 2013).  The writer has seen through personal experience how an authoritarian approach to managing employees can lead to a high turnover of staff as well as poor productivity (Arslan and Staub, 2013).   The NOS emphasises the need for managers to 'recruit, select and keep colleagues" CLD Standards Council Scotland,  2019, pp 14).
In a youth work setting, managers need to be aware of the issues in the community they work in, no one has better understanding than the youth worker working in that community (Arslan and Staub, 2013). The National Occupational Standards tie in declaring ‘allocate and check work with your team’ (CLD Standards Council Scotland, 2019 pp. 14).
Theory Y is more suited within the youth work role as the qualities of this kind of manager emulate the qualities of a good youth worker (McGregor, 1960). Through working collaboratively, leadership centres on trust and providing employees with the opportunities, tools and visibility to do their job well (Adirondack,1998).
Employees should not have to fear going into their employment; they need to feel motivated, valued and supported to reach their full potential (Sapin, 2013).

Mckinsey 7’s framework (1980) proposes that there are seven internal factors of a corporation that need to be aligned, treated with equality and reinforced for it to be successful. A change in one area should drive change in all other areas. These areas are shared values, structure, systems, styles, staff, skills and strategy (Singh, 2013). Sapin explains this works well with youth work organisations because it can ‘provide a profound basis for understanding how the organisation works, as well as its capacity for change (Sapin, 2013, pp 36).  The framework could, for example, help to deal with the loss of funding or upskilling of staff to accommodate for a reduced team.
Emergent leaders can be more effective within the youth work setting as they naturally gain the backing of their peers where an appointed leader is placed in the leadership role.  An emergent leader has already gained the trust, support and respect of their peers (Plowman, Solansky, Beck, Baker, 2007). The NOS states: ‘Win, through your performance, the trust and support of the team for your leadership’ (CLD Standards Council Scotland, 2019, pp 157).
Although there are many styles to leadership it seems the transformational style is more favourable within the youth work profession. It inspires and supports employees through active communication, allowing them to grow within their role (Adirondack, 1998). The NOS supports this stating leaders should ‘Provide learning opportunities for colleagues’ (CLD Standards Council Scotland, 2019 pp. 14).  However, other circumstances may demand a behaviour and contingency theory style of management. The NOS states: ‘Use a range of leadership styles appropriate to different people and situations’ (CLD Standards Council Scotland, 2019 pp 47).
Lewin’s (1939) identified three types of leadership styles: autocratic, democratic and laissez-faire. Democratic leadership appears to merge well within the youth work setting underpinning the fundamental principles of youth work, however, there is a need to be an autocratic or laissez-faire on occasions (Levasseur, 2001). A trip in which young people are going rock climbing would require a more autocratic style where one person is in charge giving instructions in order to ensure everyone is kept safe.
Youth work leaders and managers are faced with the threat on open access youth service ending due to funding cuts. They are having to find external funding which will normally come with a target area.  Essentially, they are tasked with having to provide the same service with less funding (Wylie, 2010).
Between 2012-2016, 600 youth clubs were forced to close due to funding cuts and 3653 lost their jobs (Unison, 2018).
According to The Guardian (Weale, 2020) the youth work profession has seen 70% funding cuts equivalent to one billion pound in the last decade. Youth work prevent many difficulties from occurring in the first place offering a vital lifeline. We are seeing the impact of funding cuts in communities across the country. In a survey done by Unison in 2016 on the effects of cuts on young people, 91% of youth workers said cuts were having a huge impact on young people from poorer backgrounds (Unison, 2018). Unison (2018) cemented this stating ‘wider unnecessary and damaging spending cuts and policies of this Government have begun to  have an effect on the future lives of young people, including their access and involvement in formal education, their living standards and employment chances’ (Unison, 2018 pp 14). Circumstances will determine what style of leadership is most effective, but in order to give youth workers a stake in how the service is delivered, a more democratic style of management is preferable as youth workers are more likely to take pride and responsibility in delivering a high-quality service.
In conclusion, there are many different theories on management and leadership and each one has its own pros and cons. Youth work is becoming more business-like and open access youth work is in decline (Ford, Hunter, Merton and Waller, 2005). Youth work leaders are having to meet targets as well as channel funding to vulnerable young people in order to ensure that funding continues (Wylie, 2010). Ford et al (2005) define the manager’s objectives as:
‘not just to recognise the challenges, or to develop skills to respond 
in the short term, but to build the capacity to lead and manage in a world 
where change and complexity are and will be a permanent feature of the landscape.
(Ford, Hunter, Merton and Waller, 2005 , pp 2)
Due to this it is vital that leaders know how to cope with prioritising funds so that resources are in place to support young people in the best possible way (Sapin, 2013). 
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