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                             Supervision and Management Portfolio

I will be using elements of Gibbs’ (Gibbs, G, 1988) Reflective Learning Cycle to structure my learning logs for my portfolio and providing an evaluation of my practice to conclude. 

Supervision Log one
‘The Contract’
Description
The initial supervision session took place on Microsoft Teams on Monday the 5th of October.
One of the purposes of supervision is to create an ‘’appropriate balance of reflection, listening and feedback.’’ (Sapin, 2013, p228)
                                                                                                                                                                                                              It was agreed that contracting (Carroll, 2014, p47) was an important aspect of 
supervision. This would add structure (Sapin, 2013, p227) to our supervision agenda
and how we would work together to develop a healthy professional relationship that 
is based on mutual trust and dependency. 

It was also agreed that our supervision sessions would take place weekly over the space of 5 weeks and be held on Microsoft Teams due to the Coronavirus Pandemic. This meant that I was not in control over making the physical environment 

as comfortable as possible for my supervisee, ensuring that she feels valued. (Proctor, 1988, p36) however, I will develop a strategy to help the virtual environment to feel more relaxed through non-formal conversation and being mindful of my body language being reflected to my supervisee. 

Feelings 
I felt confused about how I would support my supervisee through non-managerial supervision (Adirondack, 1998, p126) as I have not had much personal experience with supervision throughout my youth work practice. I felt it necessary to reflect on my own supervision experience (Sapin, 2013, 223) and pick out the critical points that helped me shift my way of thinking, resulting in a learning experience. 

I need to ensure that my supervision style (Hawkins and Shohet, 1989, p47) reflects the standards of practice that are underpinned by youth work standards and principles as those set out in The Youth work National Occupational Standards (CLD Standards Council Scotland, 2019) as well as acknowledging that the relationship between myself and my supervisee has started as a personal friendship, and now the dynamic of our relationship has become collegial (Ord, 2012, p103) and moved to a professional relationship. 



Being clear on what my role as a supervisor is (Clough, 1995, Pp.105-106) and the nature of our new relationship was paramount to ensuring my supervisee felt confident enough to engage with myself throughout our supervision sessions. 

Evaluation
Our initial meeting went well. There was a mutual understanding of the importance of a clear supervision contract (Hawkins and Shohet, 1989, p36) and moving away from a personal relationship to form a new professional relationship for the duration of our session. There was also understanding that these supervision sessions would be used for professional development and personal growth and not to be used to digress in unrelated topics of conversation other than those related to my supervisee’s work. 

Analysis
Letting go of previous values and expectations that were based on our friendship and to now focus on shared values that link to professional standards, and organisational policies, require a shift in thinking, and perspective to be able to fulfil my role dutifully as a supervisor. 




Reflecting on our own supervision experiences and revisiting professional values that are set within the supervision contract has provided some clarity on our hopes and expectations for future supervision sessions.

Conclusion 
It is evident that the Formative function of supervision was present for this session, to plan an agenda and structure our future sessions in accordance to guidelines set out within section 3 of the Code of Occupational Ethics for the Youth Service in Wales (Education Training Standards, 2012, p9)
It is a natural feeling to feel anxious supervising someone for the first time, especially when I have not had much supervision experience. (Hawkins and Shohet, 1989, p49)

Action Plan
My supervisee and I both have the same level of knowledge and experience of supervision (Ord, 2012, p103) therefore it is important I learn as much as possible about my supervisory role to ensure the best possible learning and support outcomes for my supervisee.

I am also unclear at this stage of the context of the supervision I am offering my supervisee. Hawkins and Shohet (1989, p44) could identify my supervisory role as 

‘training supervision’. However, this would need to be explored more before our next session. 


Supervision Log two
‘I do not know what will happen with my placement if there is a Lockdown.’
Description
This Supervision meeting took place on Microsoft Teams on October 12th, 2020 at 1.45 pm.
My supervisee felt anxious and Unmindful about how she is going to do her placement if Wales is to go into another Lockdown. These worries are making it hard for her to focus.
Henderson, Holloway, and Millar, (2014, p.49) state that all supervision sessions begin by focusing on formalities. I wanted to ensure that I could make sense of the situation, (Jeffs and Smith, 2005. p.61) to gain a full picture of the supervisee’s experience. (Sapin, 2013, p.228) 

Feelings



I felt like a counsellor more than a supervisor and I know that good counselling skills are paramount in supervision. (Hawkins and Shohet, 1989, p36) These are personal attributes I possess, and I also value them in a personal and professional context.
I could also relate to my supervisee’s concerns over the uncertainty and changes to our lives that have been influenced by the Coronavirus (COVID-19) pandemic. 

Evaluation
This meeting went well. This was a good opportunity to draw on my strengths as a naturally supportive person, focusing on developing my counselling skills and active listening skills. 
However, there was too much time focusing on the restorative function of supervision and this needed to shift towards the formative method. (Hawkins and Shohet, 1989, Pp.42-43) I was aware I needed to change the direction of the supervision therefore I used the Socratic method that is used in clinical therapy supervision (Overholser,1991, Pp.69-71) to prompt the learning process.
I received positive feedback from my supervisee in my approach to challenging her thinking. (Henderson, Holloway and Millar, 2014, p.18) This feedback will lead to me reflecting on my practice and encourage new learning opportunities, (Hawkins and Smith, 2006, p.141)

Analysis

Rogers (1957, Pp76-90) identifies that supervision is much like therapy. There is an emphasis on supervisors to be supportive, and knowledgeable in the work that they do. (Carifio and Hess, 1987, p245) 
I believe that due to knowing my supervisee in a personal relationship, we are both aware of our personal qualities, values, and attributes as supportive colleagues.

Although we have established a new professional relationship, the element of trust and feeling safe psychologically and emotionally, (Carroll, 2014, p.43) has already developed and is reflected through how we worked together at this session. 

Conclusion
It is natural to feel worried about wanting to perform adequately to the standards set out in the Code of Occupational Ethics for Youth Work. (Educational Training Standards, 2012) 
My supervisee and I have already begun to create a good working alliance (Hawkins and Smith, 2006, p.155) which is based on trust and mutual understanding.

Action Plan

· To revisit the three functions of supervision (Kadushin, 1992) and be mindful that all three supervision functions must be present within each supervision session.
· Research and read more about effective supervision practice from credible sources.

Supervision Log Three.
‘I am struggling…’.
Description
Supervision Meeting took place on Microsoft Teams on Sunday 18th October 2020.
Supervisee is struggling to adapt to being a student and balancing academic life and personal life.
Time management is extremely important when we work in various roles. We are at risk of experiencing the kipper effect (Ingram and Harries, 2001, Pp.3-4) and becoming what Henderson, Holloway, and Millar describe as feeling ‘burnt out’. (2014, P.14)

Feelings
I have had to reschedule our meeting this week due to not being able to manage my stress effectively. Therefore, I can understand clearly how my supervisee feels. 


However, we both have an obligation toward our organisation to ensure we are delivering high-quality standards of work. (Adirondack,2000, p.121)
I felt very hypocritical by encouraging my supervisee to develop a time management plan when I cancelled our supervision the day before. Rescheduling our supervisions is by no means going to be an ongoing pattern. However, it could have been possible that I gave the impression to the supervisee that I am unreliable. According to Ord (2012, p.99) ‘trust is an important factor in shaping any relationship’. Therefore, I was hopeful that my supervisee was understanding.

Evaluation
It is essential to systematically develop a time management plan within the busy role of the youth worker is important due to the nature of the work, (Ingram and Harries, 2001. P.74) and to manage personal and professional boundaries effectively. Also, re-visiting boundary management, and regularly reviewing these boundaries (Ingram and Harries, 20012, p.63) are crucial. 
Without effective time and boundary management, we are not being efficient workers. (Ingram and Harries, 2001, p80, Jeffs and Smith, 2010, p.19, 

Analysis



There seemed to be a reverse in roles for this session as my supervisee used empathetic responding and focused questioning (Henderson, Holloway, and Millar, 2014, p.18) to ensure that I was feeling okay.
This demonstrates to me that Countertransference (Carroll, 2014, p.53) or parallel processing (Searles, 1955, p.135) has taken place within our relationship.  

Conclusion
My normative skills (Proctor, 1987, p.24) focused on the dilemma of having poor time management skills. If we are unable to manage ourselves effectively, this will affect our quality of work and indirectly affect the young people that we work with. (Tash, 1967) This is not acceptable.
I used my formative skills (Proctor, 1987.p.24) to make links to theory by recommending reading Sarah Banks (2012) and Ingram and Harries. (2001) to gain a clearer understanding of boundaries and management. 
The restorative (Proctor, 1987, p.24) function emphasized the importance of Supervision, and how it can provide a safe place to offload our stresses to think and work effectively to avoid the risk of burnout. (Hawkins and Shohet, p.20)
Hawkins and Smith (2006, p144) state that you need to have received good supervision to reflect this back on the supervisee. I have had very little experience with supervision. This has been reflected in my practice throughout this session. 

Action Plan
· To read about effective time management.
· To revisit Sarah Banks’ Chapter on boundary management (Banks, 2012, Pp.78-84)
· Read the article on the parallel process and countertransference. (Sumerel, 1994)

Supervision Log Four.
‘I don’t know what I can plan’.

Description
This supervision session took place on Microsoft Teams at 4.10 on the 19th of October 2020.

My supervisee was unsure of how she could develop and facilitate activities for her placement. This meeting prompted me to use my formative and normative skills, identifying my own learning needs as well as my supervisees. I was mindful not to undermine the autonomy of my supervisee (Richardson and Wolfe, 2001, p.257) by not giving direct advice, (Henderson, Holloway, and Millar, 2013, p.18) 
I was also beginning to relate to the standards and value set out within the National Occupational Standards for Youth Work (CLD Standard Scotland, 2019) 

Feelings 
Before our meeting, I felt like I was still relating to the role of a counsellor. This made me feel very frustrated.  I found it hard to seem to distinguish a difference between the roles of counsellor and supervisor. (Ladany and Friedlander, 1995) 
After our meeting, I was happy that I was finally starting to see the bigger picture and realize that everything I have learned within my reflections up to this point, where I thought I was not learning, I have been learning. I just needed to revisit my reflection on a past supervision session and acknowledge that this was the turning point for me and that this has happened again. (Sapin, 2013, p.223)

Evaluation
There has been a breakthrough in learning, acknowledging the areas of learning that benefitted me and my supervisee. I used my normative and formative skills (Hawkins and Shohet, 1989, p.42) to help my supervisee to acknowledge her worth which strengthened the relationship and prompted thinking and learning. 
I have been mindful about addressing ethical conduct (Hawkins and Smith, 2006, p.250) within my role. In addition to this, there were conflicts of interest within our supervisory relationship. (Banks, 2012, p.80) However, Banks (2012, p.77) also states that boundary management is crucial when experiencing dual relationships. I mindful of this and ensure that I uphold professional standards.


Analysis
I have been referring to the key competencies within  Section YW31 of The Youth Work National Occupational Standards (CLD Standard Scotland, 2019, p131) to support how I am developing the skills and values that are needed within my role as a supervisor.  
I believe again that my supervisee and I have experienced the Parallel processing phenomenon (Hawkins and Smith, 2006, p.160) through exchanging feelings of relatedness and sharing experiences that are similar. 
Conclusion
It was essential to ensure that I delegated responsibility to my supervisee (Hawkins and Smith, 2006, Pp.250, 145) to ensure I was working effectively as a supervisor. (Herman,2012, p.118) Being in a dual relationship, that has developed through the need to learn and grow as professionals have not been easy. However, I will be more mindful that establishing and maintaining boundaries is crucial to developing professional practice.



Action Plan  
· To read around managing stress as this has been a barrier to writing a reflective log.

· To read again all the elements and functions of supervision, and to be able to identify any gaps in my learning. 

Supervision Log Five 
‘They have funding’.
Description
This Supervision meeting took place on Microsoft Teams on October 26th, 2020 at 4 pm.
Although I have no direct contact with the young people at my supervisee’s work organisation, it was becoming clear to me how my role as a supervisor would help support these young people, by supporting my supervisee.
If felt I was fulfilling my roles by following The Code of Occupational Ethics For The Youth Service in Wales, (Educational Training Standards, 2012) and section E of The National Occupational Standards for Youth Work (CLD Standards, Scotland, 2019, p.13)

Feelings
With the pressures of constantly reflecting and being self-aware if I was being an effective supervisor, I had forgotten about the young people. This spiralled feelings of motivation and determination for me.


The young people are still active participants within our supervision meetings, (Jeffs and Smith, 2010, p.152) they were just not present. 
I was worried if the process had not gone well, my supervisee would not be proficient, (Richardson and Wolfe, 2001. P.247) and it would reflect on my practice as a supervisor. (Jeffs and Smith, 2001, p.84)

Evaluation
This last meeting went well. By exploring ethical practice by re-visiting The National Occupational Standards for Youth Work, (CLD Standards, Scotland, 2019, p.13) and using this meeting as an opportunity for discussion on any feedback on if my role as a supervisor has been effective. (Jeffs and Smith, 2001, p.84) 
Conversational learning (Baker, et.al, 2005, p.420) and sharing perspectives have been useful to evaluate my professional practice. 
I feel that the supervisee has moved from her stage of being dependent and unsure has moved on to a stage of interdependency (Tash, 1967) through acknowledging her skills. 



Analysis

According to Hawkins and Shohet (1989, p.34), people are ‘attracted to the challenge’ of being a supervisor, for whichever reason. 
Although I have developed my skills as a supervisor and have learned from the process, I am not attracted to the idea of developing my skills further to become a professional supervisor in light of this supervision session. 

Conclusion
If I were to become a professional supervisor, I would ensure that I had an adequate amount of knowledge and experience in effective supervision before working with others. This would ensure that I had no self-doubt or anxieties that I was not qualified enough to practice. 
Action Plan
· To continue to read about the importance of supervision for future practice.

Supervision Log Six
‘The Evaluation of practice’.

I agree with the theory that to be a good supervisor, you much have received good supervision yourself. (Hawkins and Smith, 2006, p.144) The supervisor process is very new to me and I have had little experience in receiving supervision myself. However, I have been reading about praxis (Freire, 1972) and this has been insightful to help me link my learning and understanding of my role.  I feel 

with such little experience and knowledge of being a supervisor, I struggled to understand what was being asked of me and was too mindful if I was meeting the requirements needed to be a reflective practitioner. This resulted in me overthinking and becoming very frustrated, causing a temporary mental block.

However, upon evaluation of the five sessions we had, I feel that the supervisory relationship was established quickly, with elements of trust and mutual understanding developed from our initial meeting. There was a sense of openness to reciprocal learning (Jorg, 2004, Pp.2-3) and critical feedback which was helpful to reflect on my practice. My supervisee and I had the same knowledge base therefore we could relate to shared experiences and learning.
Supervision is very psychological. I struggled with the constant reflection and it did lead me to become burnt out (Henderson, et.al, 2014.p.14) myself, which affected how I have approached writing out my supervision logs when reflecting on the action. (Schon, 1983, p.151)
I have been able to identify the functions of supervision (Kadushin, 1992) and use my normative, formative, and restorative skills to develop critical thinking and work alongside my supervisee to support her with a dependency to becoming interdependent. (Tash, 1967) I have also been able to understand more clearly that The National Occupational Standards for Youth Work (CLD Standards, Scotland, 2019) relates not just to our student role of being youth workers, but also relates to 


developing, managing, and supporting the overall learning of others which was relevant to my role as supervisor. 
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Critical Review
This assignment will be critically exploring management styles and leadership theories and their application to a youth work environment. We will look at the differences between autocratic and democratic management (Lewin, Lippitt and 

White, 1939) and justifying why a democratic approach to management (Likert, 1967) is preferred when delivering good quality youth work. We will also look at how this approach is effective within the culture of an organisation. Also, we will look at the current economic climate and how funding cuts and austerity have implicated the role of the youth work manager. 

‘Good management is a tool to ensure that people give their best to, and get the best from any organisation…, (Adirondack, 2000, p.28)

The concepts of management and leadership are often taken at face value with the assumption that both roles only manage people and ensure that work is done. However, the roles of management and leadership are more complex than this. Management style is influenced by leadership qualities and values (Kilani, 2016, Pp.27-28) and is shaped by the culture of the organisation. (Handy, 1993) Managers are accountable to their organisations and are obligated to manage, support, and ensure that staff is competent to deliver good quality work. They are also ensuring that they are establishing a culture that is rooted in the values, principles, and purposes of youth work. (Sapin, 2013, p.190) Leaders also work effectively to inspire and motivate colleagues (Young, 199, p.112) to work collectively to develop a vision and strategy that will allow them to meet their objectives. (Jeffs and Smith, 2010, p.140) (Richardson and Wolfe, 2006, p.210)


The nature of youth work goes beyond the facilitation of activities and services. Youth work is prided on its unique values and professional standards which are underpinned within The National Occupational Standards of Youth Work. (CLD Standards, Scotland, 2019, Pp.2-3)
High-quality youth work will the result of developing and maintaining good professional relationships. (Young, 1999, p.94) This is paramount to the success of an organisation. (Hampson and Howell, 2018, Pp.1-3) Collaboration is valued within organisations. (Managers.Org. UK, 2015) Collective ideas, input, and evaluation as well as developing professional skills, (Ingram and Harries, p.115) all contribute to good strategic management. An example of this can be found within McKinsey’s (Peters and Waterman, 2008) 7S Framework. (National Youth Agency, 2005, p.101)
Youth work is value laden. (Corney, 2004) Youth workers may possess inner qualities that can make a good leader. This can be achieved through observation in practice, acknowledging that leadership theories depend on the environment of their organisation and if they possess personal leadership traits. (Harrison, Benjamin, Curran, and Hunter, 2007, Pp.1-9)
It is crucial to adopt a management style that is based on the same values set out within The National Occupational Standards of Youth Work. A democratic management approach (Lewin, 1939) helps to aid the management of the organisation’s values.


Kurt Lewin (Lewin, Lippitt, and White, 1939) defines this as the democratic or authoritarian management style. Donald McGregor (McGregor, 1957) uses Theory Y to demonstrate this style and Rensis Likert’s (Likert, 1967) democratic management systems approach supports this style of management. This is the most preferential style that managers adopt when working with people. However, Cole (1996, p.34) agrees that there needs to be a blend of Theory X style and Theory Y.

Theory Y- the opposed management style- Autocratic management looks at McGregor’s Theory X. People will not be satisfied to work for a manager who does not involve them in the decision-making process. (Sapin, 2013, p.182) Adirondack (2012, p.28) agrees with Morse and Lorsch 1970) that this approach has no consideration for colleagues in decision making, and that colleagues have the right to be involved in any decisions made that will affect them.
This approach is adopted by the government which results in developing youth work that does not consider input from the youth worker or is driven by values, (National Youth Agency, 2005, p.47) meeting the Five pillars of Youth Work in Wales. (CWYVS, 2018) Government targets are more profit-driven. (National Youth Agency, 2005, p.15)
Derogatory and repressive management and leadership styles have no place in youth work. (Ingram and Harries, 2001, p.131) Youth workers need leaders who are highly motivated and can inspire others to develop their skills and knowledge. (Ord, 2012, p.61) The autocratic management style should never be applied in the helping 

profession. (Hawkins and Shohet, 1997) The same applies to leaders who are appointed by authority figures who are not trained within a youth work background because of the risk of carrying values from previous employment that would conflict with a youth worker's ethical value. This can lead to conflict in the workplace. 
Trait and behavioural theories are what makes a leader. These theories are learned through observation. A new youth worker will observe their environment and make links to theory. Experiential learning is how we develop our understanding of how we should perform as professionals. (Weil and McGill,1989, p.248)
However, this is not an easy approach to maintain considering the current economic circumstances of the last decade. The Connexions service (Department for Education and Employment, 2000) was an example of a programme that was developed by political decision-makers with the idea that if funding was going to spent on young people, then services would be dictated to fit in with their agenda, with no regard for the ethos of youth work. However, youth workers are struggling to work in line with their principles and purposes of youth work (Mason, 2015, Pp.55,56) because of the demand of the economic context. 
Managers are working hard to secure funding and the number of financial cuts that have been made due to austerity (Mason, 2015, p.55) has been estimated at £400m over the past decade. (Ymca.org.uk, 2020) Managers are feeling the pressures of additional administrative work, (Banks, 2010, p.257) and meeting performance targets set by the government to secure funding. (St De Croix. 2018) This makes it difficult to stay wedded to youth work values. (Williams, 2020) 

The democratic management style is more compatible with the values of youth work and that managers who use this approach tend to work better within their organisations. (Lewin, Lippitt and White, 1939) This means that the quality of services provided to young people has been carefully planned and developed as a team. An autocratic theory approach is not recommended to adopt within a youth work environment. However, it is not possible to steer away from some of the repressive qualities of this autocratic management with the economy and the needing to secure funding from the government.
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