
Six practice logs which includes setting up supervision, delivering supervision, contracting and how supervision has developed. 

Log One
As this was the first session it consisted of establishing how the future sessions would run and setting up a contract so the supervisee would know the practical details of how many sessions there would be and for how long. It also lets the supervisee know what to expect, it also showed the supervisee that I had planned the sessions and was taking an organized approach. Sapin (2009) argues that this is important as it lets the supervisee see that I am being professional, and it will help her have confidence in the process.

It is important to set up a contract as a supervision contract provides a good foundation for creating supervision preparation. This is seen as good practice, as it provides an individually personalised approach, agreed by both parties and recorded. It can also be seen as an 'entitlement' to which supervises can refer if supervision arrangements break down at any point (Hawkins, & Schohet, 2007).

Sapin (2009) suggests that "supervision provides a structure for professional youth work practice, where supervisees can reflect on recent practice and plan future developments that are consistent with youth work principle, sapin (2009) defines supervision as 'a quintessential interpersonal interaction with the general goal that one person, the supervisor, meets with another, the supervisee, to make the latter more effective in helping people' Kadushin (1992: 20) refers to supervision as education being the function to develop knowledge attitude and skills to be able to carry out your work.



 I made time in the session to explain this and that the sessions would be designed to help the supervisee it would also allow time to reflect on work plans current and future. The sessions will allow the supervisee to be able to understand and develop skills within work practice whilst allowing the supervisor to monitor progress and create a development plan. By holding regular sessions, it will help both parties to recognise and resolve any existing or potential factors that may affect work.

It is also important to discuss any issues the supervisee may have proactively, to prevent them from developing further, rather than responding reactively. This helps to ensure the quality of work (Hawkins & Shohet, 2011).

By putting supervision and a contract in place would hopefully give her confidence in taking part in the process. Sapin (2009) stresses the importance of this, especially as the supervisee may have had a negative experience in previous supervision sessions. It is also important to remember that not everyone will have a positive experience with supervision, some may have only had supervision as a process utilised where performance was deemed poor, with this mind some may see supervision as a threat, so the supervisor must reassure them that supervision is valuable to their learning and progression (Hawkins, & Shohet, 2011).

Another important issue that was discussed was how the meetings would be recorded, by making records of the sessions it demonstrates to the supervisee that their opinions, perspective, and experiences are valued. It can also help to remind both parties of any issues or action plans that may be needed or have been discussed, whilst also monitoring the development between each session (Martel, 1981). 
Sapin (2009, p.192) suggests that reading back through recorded sessions together can ​help to establish a mutual understanding of key issues and any action for subsequent sessions" ​ it can also be useful for summarizing points at the end of each session to save having to take intrusive notes during the session. 
​
Having reflected on the first session I felt it went well and I am glad I was prepared as I feel it helped with establishing a good relationship with the supervisee. I felt she could see I was being professional and that I was prepared as I had made plenty of notes and questions ready. I also gained a lot from it myself as it taught me the value of being organised. It also showed that providing space and time to reflect on everyday pressures of work helps the supervisee to be able to focus on how they are feeling and areas where they struggle and what measures can be implemented to offer further support.

















Supervision Agreement


All supervisions will take place 4 times a year, these will be every 3 months and will last between half an hour and an hour. If either party, feel there is a need to meet outside the agreed time for discussion if work related issues this will be agreed by both parties as required. 

All supervision appointments should be made at a time that is suitable for both parties and where possible agree at the end of each session. 

Contact to arrange supervision will be made by staff email where possible or via telephone if agreed. 

The supervisor will be responsible of ensuring all supervisions are held in a private, airy and quiet space with comfortable seating and a friendly welcoming atmosphere where there will be no interruptions from either party. 

If arrangements need to be changed it will be the responsibility of the person making those changes to notify all involved. Making sure there is enough notice as possible, then to rearrange a new meeting. 

All are expected to attended supervision sessions, Part time Youth workers will also be given supervision and appraisal, however, these will be less than full time staff. 

All sessions will be non-formal discussion-based approach however, they will also compromise of some question and answers. 

All supervision notes and agreed actions should be kept from all sessions using the appropriate documents, these will be signed at the end by both parties. All supervisions and notes will be kept by the supervisee in a secure place with continentality paramount. These will then be kept for two years and if any information from these should be shared the supervisee will be informed first. 

There will be a standard agenda to all supervisions to ensure that all relevant areas are covered. However, it may be useful for both parties to list any concerns that need to be covered and this will be disused at the end of the supervision to ensure that there is no confusion to the set agenda. 

At the end of each session the Supervisee will be given a professional Development journal to complete and return to the next supervision. This will give the supervisee a chance to be able to reflect upon work practice. 

Formal supervision will normally be carried out by a line manager on a one-to-one basis. However, supervision may at times when agreed be carried out by a senior member of staff. 


I can confirm I have read, understood and agreed with the supervision guidelines set out above 

Signature of supervisor 


Log 2 

We arranged to meet as per the contract that was set out in the first meeting. It is essential that these sessions are regular, not canceled at the last minute, and are given full attention by not dealing with other issues such as calls or other staff members during the meeting. Social care work environments can be hectic, and it is not also ways possible to separate away from office activity. It is still best practice to try to select a quiet area as it is crucial to be able to have reflective space where decisions are adequately thought through (Jenkinson, 2010)

However, the reality is that there will be circumstances in social work environments where urgent interruptions are unavoidable, but they should not become the norm as this will undermine the whole supervisory process. With this in mind, it is crucial to ensure that the supervision is not hurried and that the planning and preparation beforehand are carried out, contributing to adequate supervision (Sapin, 2009).

Sapin (2009, pp191-192) also argues that the environment is a crucial factor in supervision. He states that the venue needs to be appropriate and how it should be suitable in relation to atmosphere and comfort. It is also important to make sure that privacy and confidentiality are adhered to at all times. Sapin (2009) adds that adequate supervision is also a place to reflect and make sense of experiences it also helps with effective learning within work practice.

Hawkins & Shohet (2011) argue that having space away from the day-to-day office that is bright and airy, with comfortable seating, helps both parties to be able to relax a little and minimises disruptions. The supervisor’s responsibility is to make sure that the environment is supportive and tailored to the specific learning needs.
 
 However, due to the pandemic at this time, we could not meet face to face, so we agreed to meet via Teams.  This was not ideal and very challenging at times due to poor internet and the lack of privacy due to the family being present and not having a dedicated space to go. 

As this was our first supervision after setting up our contract, it was essential for me to, as part of my administrative, informative role in supervision (Kadushin, 1992, Proctor, 1988), to recap some vital information spoken about previously. The supervisee was reminded at the start of each session that all information will be recorded and would only be shared if agreed upon by both parties beforehand as the supervision is private and confidential. While also reminding there are limits to the confidentiality and reporting of the information, the supervisor felt the need to disclose information being given by the supervisee (Harrison & Wise, 2006). 

Harrison and wise, 2005 refer to this as administrative, sharing responsibility for work standards and practice. Focusing on ensuring the work being carried out reflects the philosophies, policies, and priorities of the workplace. The supervisor has the responsibility to ensure that the supervisee's work is appropriate and is in line with the defined ethical standards (Hawkins & Shohet, 2011).   

Having to conduct the supervision via Teams developed other issues such as not being able to read body language; one of the most essential critical functions of good supervisory skills is non-verbal communication, which was very hard via Teams. Likewise, this would have also been difficult if meeting face-to-face, wearing face masks also hides facial expressions (Sapin, 2009).

While being a supervisor has many roles such as being administrative, educational and supportive, the critical function that was used through this session was supportive; Kadushin’s (1992) definition of supportive is like that of restorative defined by Proctor (1988), providing the space and time to reflect on everyday pressures that are facing us at the moment at work. This focuses on how the supervisee feels, focusing on the struggle with not being able to meet face to face and what measures can be implemented to offer further support (Martel,1981). 

Reflecting on the session, although we have to meet via teams, it was good that we still managed to meet for our supervision. It was very challenging at times due to many disruptions from family and poor internet connection. However, I felt optimistic about how i could respond to the situation with flexibility and professionalism.


















Log 3 

Today’s supervision session was conducted via Teams again due to not being able to meet in person. Like previous sessions, getting connected was a little challenging. Once we had been connected and both managed to get logged on, it became apparent by the supervisee's body language that there was something not quite right. The supervisee appeared to be a little unsettled.  Remaining professional while also being supportive, I asked if the supervisee was ok. The supervisee explained some issues she was having at home with the current pandemic. However, I understand that it is essential to always keep professional boundaries set out in the contract so that the supervisee and supervisor know what to expect and what is expected from them (Sapin, 2009).

Supervision is a space for the supervisee to explore their practice, build theory, attend to feelings and values, and examine how they may act. While having this in mind and focusing on a supervisor role's supportive function, I offered the support if needed (Kadushin,1992), we spoke briefly about the issues. I asked if she would like to rearrange the session due to not feeling in the right mindset or was happy to carry on with the session. She informed me that she was happy to continue. 

As defined by Harrison and wise (2005), being restorative or supportive allows the supervisee to let off steam and discuss any issues she may have, while the supervisor becomes an active listener. Belton, Hill, Salter & Peaper (2011) define active listening as a skill that helps mutual understanding. It involves the listener not just hearing what is being said but also actively trying to understand what the other person is feeling to help solve their problem. 

This, in turn, helps the supervisee feel safe enough, be honest, and express her feelings. While the supervisor seeks to prevent potential stress from the worker, the supervisor will always remain professional, ensuring that the session is still being recorded appropriately. Keeping records of the sessions shows the supervisor values the supervisee’s experiences and perspective (Sapin, 2009, p. 1992).

According to Harrison and Wise (2006), this is called sharing responsibility for work standards and practice. This aspect focuses on ensuring that the work being carried out reflects the workplace's philosophies, policies, and priorities.  While offering support and supervision, the supervisor has the responsibility to ensure that the supervisee's work is appropriate and is in line with the defined ethical standards (Hawkins & Shohet, 2006). It is also important to remember that if work is not being carried out as it should, then records of supervision may be crucial in providing the evidence of issues raised and action plans either met or unmet if a disciplinary is ever needed.

Moving forward, we then went on to speak about the questions that were set out in the agender and address any issues that have previously happened within work and if there was anything work related that need to be addressed. We worked our way through the questions, and all appeared to straightforward and in line with current policies and procedures. Both parties were happy with the outcomes. 

Reflecting on this session, I felt that the contract was adhered to, and all boundaries were in place.  I felt it was essential to be an active listener as it helped me gain the trust needed to become a good supervisor. However, I now feel I need to develop more in this particular skill. I also felt that perhaps I could have repeated what she was saying so she could see I was listening and understanding. 

I think this would have been a more straightforward process if we had been facing to face, as it might have been easier to appreciate what she was explaining if I could see her body language. I also sometimes feel uncomfortable when there is too long a pause between talking when on Teams due to the poor internet connection. Perhaps I could have allowed more pauses, so she had time to think. Again, this would have been more comfortable if we were meeting in person as sometimes it is easy to get miss understood when you could not read body langue.
















Log 4 

Within today’s session, the meeting via Teams appeared to be very positive. Both parties had managed to log on with no issues and find a private, quiet space with no interruptions. This had been very challenging over the past few weeks, so it was a relief when it had worked. Having a private space with no interruptions is vital for adequate supervision. According to Hoggarth (2009, p. 48), “supervision of staff is one of the manager's most important roles. However, some feel supervisions are the most challenging part of management as not all know and understand what is needed from them (Ingram and Harris, 2001: 108).  

During the supervision, the supervisee reflected on an issue that occurred while supporting a young person within the workplace. The supervisee appeared to be a little anxious about the route she should have taken when reporting a safeguarding issue and how and whom to report the issues. The supervisee asked for more training on safeguarding and the procedure to be followed if it was to happen again (Herman, 2012). Having briefly discussed the situation with the supervisee and realising that more training may benefit, both parties agreed that it would be a good idea to work out a plan going forward. 

 Hawkins and Shohet (1989: 43) recognise that the supervisor needs to ensure the supervisee is not left to carry unnecessarily difficulties and problems alone that arise in work. As the supervisor, I then explained that at this time, due to the current pandemic we are in, it will not be possible to hold any face-to-face training.
However, I was able to put an online course in place to help while also advising her to re-read the policies and procedures that are in place in the office; I also took the time to explain and show examples that may be of benefit. This is a crucial example of administrative function an effective and appropriate use of policies and procedures (Kadushin, 1992).

It is essential when looking at issues like this as a supervisor that you carefully balance the importance of the worker's needs with that of the needs of the organisation, which in this case are very relevant and due to the nature of the issue was something that needed to be addressed as quickly and efficiently as possible (Garth, 2016). It is always important to reflect on the educational functions of supervision as this will help understand the supervisee's needs. This session focuses on identifying and developing the knowledge, skills, and attitudes needed to develop a better, more substantial work ethic. Using the different functions within supervision will help develop new skills that can then be used in future practice (Ingram & Harris, 2001).

Reflecting on the different functions helps individuals reflect on their practice. It also helps the supervisee and the supervisor to be able to identify their strengths and any further training needed to be able to maximise their potential, as suggested by Hawkins and Shohet (1989: 43), who recognise that the supervisor needs to ensure the supervisee is not left to deal with problems alone that arise in work and actions are put into place to help and support them. This took place through professional discussion, reflection, and identification of further training needed. 

Reflecting within supervision helps with own learning actively through self-examination, theory, and knowledge. By being able to reflect on own needed it can lead to higher performance, helping supervisees grow and learn while becoming more confident, leading to higher job satisfaction (Jenkinson, 2010). Senge (19990) also suggests that supervisees committed to personal growth are more likely to be more committed to their work. 

Having reflected upon this session, I felt that the professional relationship has grown and that both parties understand the contract's boundaries. Boundaries are important because they set the basic guidelines of how you want to be treated.
Implementing responsibilities and performing administrative, educational, and supportive functions have helped build a positive relationship between supervisor and supervisee. I also felt that I am developing my role as a supervisor and beginning to have a deeper understanding of the three functions of being informative, educative, and supportive while carrying out my supervisions. 















Log 5 
After undertaking a supervisor's role over four sessions, I feel I have developed a greater understanding of what the role entails. I also feel I have seen the benefits of it, both for the supervisor and supervisee. From having bad and good supervisions in the past, I believe that supervision should make the supervisee feel valued and respected while giving time and an appropriate environment to reflect on their practice.
 Supervision is a crucial aspect of current youth practice and must meet the National Occupational Standards (SDS, 2019). Proctor (1988) suggests that a supervisor's role is to help make the supervisee feel valued, understood. Safe enough to be able to challenge themself as well as value their abilities. Without this, it will be hard to be critical with feedback (Proctor, cited in Hawkins and Shohet 2003, 43). 

Reflecting on your supervisions, it has been noticed that you cannot expect a supervisor to give adequate supervision unless you have first learned to receive supervision and be a proactive supervisee. Hawkins and Shohet (2003) also agree with this. 
Loganbill et al. (1982) define supervision as 'an intensive, interpersonally focused, one-to-one relationship in which one person is designated to facilitate the development of therapeutic competence in the other person.'  This is similar to that of Kadushin (1992:22-23), who suggests that a supervisor is seen as an administrative-staff member to whom authority Is assigned to direct, coordinate and enhance the on-the-job performance of the supervisees for whose work he is held responsible.
Having received excellent and inadequate supervision myself, it was my priority to ensure the supervision I would give would be to the best standard possible. Setting up the contract allowed the supervisee to understand the organization's policies and their work. The aim of setting the contract was to deliver the best possible service in accordance with policies and procedures. 
	
I feel to be a good supervisor. Some of the qualities needed are understanding, being flexible, seeing the same situation from different angles, having empathy, attention to detail, curiosity, patience, and handling power appropriately. Cario and Hess (1989:27) also support this. by suggesting that a skilled supervisor is an effective problem solver and a good communicator. 

In past supervision sessions, I focused on the tasks at hand and not enough on the people carrying out those tasks. So, throughout the weeks of supervision, I felt the need to give more attention to the supervisee and their needs. This focuses on Maslow's Hierarchy of Needs by supporting the supervisee's needs and not just on the job (Maslow 1954) as it helps the individual achieve their full potential. Hannigans (2008) also agree with this and believe that there should be equal focus on the task and the person. 

Throughout the supervision, I based the sessions on three essential functions, which I felt were fundamental skills needed to be a good supervisor and impact their practice. An example of these functions used was:

Supportive. I used this by listening to the supervisee when she requested more support with further training and allowing her to let off steam when things were not going to plan due to the current pandemic. The sessions allowed her to feel safe and are honest about feelings and stay professional.  

 Educative. This was also used, however, not as much as the other functions. We used this to tailor the supervisions in line with the development and put strategies in place to support the individual's development. 

Managerial. I carried out this and developed the supervision agreement to make the supervisee feel safe after discussing their role. Throughout the week's supervision, this function was used to provide honest and constructive feedback to the supervisee on their work practice and regularly evaluate our supervisions' effectiveness. I also made sure I kept appropriate records.

From taking part in lectures and learning these functions and applying them to practice, I felt has helped me to be able to create an appropriate supervision contract and be able to apply my skills to practice throughout the sessions we had. I have also realised that anyone can be a supervisor as it takes practice and critical skills to be an effective supervisor.  Throughout the sessions, It has given me the experience to put into practice. 











Log 6

Reflecting on my own experience of supervision over the past few years and how different they have been and taking part in the lectures over the previous weeks has helped me realise how vital supervision is.  It has also shown me how important it is to have a supervision contract in place and make sure that the supervision environment is also correct to carry out successful supervision. I used Gibb's (1988) model of reflection and learning from my own experiences throughout my supervisions.  

 Reflecting on the previous supervisions that have been carried out over the past few weeks and the development of the supervision contract has helped me to be able to gain a better knowledge of what is expected and what is needed within supervision. However, it has proven to be very challenging at times.  With many challenges occurring while trying to set up the first sessions due to meeting over teams due to the current pandemic, we find ourselves in.

This made the supervisions very challenging at times as there were many issues connected to the internet. It was also very challenging as both parties were a little unsure of what was expected of them. However, I did feel that once we had managed to set up the first session and both understood what was needed and expected of each other, the session from then on appeared to run a little more smoothly and to follow policy and procedures. 

Once the contract's set-up was carried out, and both parties understood what was expected of each other, it made me understand how important it is to have this in place. Likewise, how important it is to make sure there is an agenda in place to have a clear focus on what will be discussed. It can be straightforward to go off target and speak about issues that are not work-related and become unprofessional. 

It is also helpful as it enables you both to be able to reflect on any previous issues that have been recorded on other supervisions or to be able to discuss issues that may be of concern, such as training that may be needed or any work-related issues that may come up it also helps with future developments.
Sapin (2009) also agree with the importance of boundary management and keeping appropriate records as this can be an essential part inadequate supervision. It is also important to remember that the supervisee needs to be able to feel understood, valued, and safe to challenge themselves. Without this, it would be hard to accept critical feedback (Proctor (1988) cited in Hawkins and Shohet, 2003, 43). 

Initially, the worse part of the supervision session was not able to speak face-to-face and make the connection you would when you are in person. Being online makes reading body language more difficult as you are unable to see the person's actions.  Sapin (2013) suggests that it is essential to be able to read body language as it can tell you a lot about a person and help people in communication. While being on Teams made this a lot harder to do.  
Likewise, being able to have private space was proving to be difficult due to families and the poor internet connection. However, the positive was that we were still able to meet and take part as supervision is an essential part of work practice (Woods, 2006). 

Reflecting on my past negative experience of supervision has helped me to be able to understand my strengths and be able to apply them to supervision. Sapin (2009, p. 190) refers to this as taking time to locate self. Likewise, Hawkins & Shohet (2000:5) believes that supervision begins with self-supervision, facing parts of our self we would usually keep hidden.
Having read the youth work National Occupational Standards Introduction (NOS) (2019) helped towards the planning of the supervisions by helping me to define the requirements I needed to carry out the functions for inclusive supervision and helping with the delivery of equity, diversity, and inclusion, while also reflecting on the importance of confidentiality throughout.  
By taking part in the supervision, both parties had learned a lot from each other from being supportive and challenging while carrying out adequate supervision. Freire (1972) describes this as a form of reflection.

















Leadership and Management

This assignment will critically review management and leadership theories and consider how they are applied to youth work practice at a time when services for young people are facing increasing financial difficulties. Managers and leaders are also facing challenges with less funding and lack of resources available to secure the work. This leaves managers with the task of managing their leaders and staff teams and oversee the effective running of keeping services going (Hampson & Howell, 2019). With youth work now being classed as a fast-paced and competitive market where many value-led organizations have discovered that their non-hierarchal structures and democratic approach are unable to meet the services' demands. Nicholls (2012) believes this is due to managers and leaders being employed without youth work background. Banks (2004) suggests that with much focus on target outcomes, it is restricting the freedom of work, standardising activities, and limiting workers' independence. Being able to thrive in the 21st century comes down to effective managerial strategy, creating societal change is the battle. Relevant policies and literature will be used to support the discussion throughout. 

Management and leadership are often viewed as very different; leaders are viewed as aiming to motivate and inspire others and support the motivation to pursue visions of the future, establishing direction. Yuki (2002, p7) defines leadership as the process of influencing others to agree on what needs to be done and how it can be done. Knotter (2001), however, suggests that leadership sets a direction and develops a vision to provide consistency in planning. Whereas management is considered more operational and according to Kotter (2001), management produces order and consistency, organizing staff, problem-solving and planning, working within certain models to manage resources, and focus on problems. 

Managers and leaders have many complex and challenging tasks ahead of them, even more, now we live in an ever-changing world in which those in youth workers feel under constant pressure to do more and to be seen to be doing more. Managers have to lead staff and services effectively and champion the work whilst fighting to keep the service going, and with restricted budgets and being in a target-driven industry (Hampson and Howell, 2020). The primary focus of managers should be creating a workforce that harbours the belief of creating societal change to the future generation and not focusing on minor squabbles of comparing services like for like, as young people's lives are not like for like (Kingston & Melvin, 2012). However, this makes practitioners feel trapped and in a spiral of ceaseless activity, making staff lose sight of what the activity is for (Ord, 2012).

This also comes when youth work and services are at their most stretched. With much concern and focus now on young people's mental and physical health, welfare, education and their place in society are central to policymaking. It also comes at a time when facing the transition to adulthood is at its most challenging for most young people. Funding within the youth sector continues to change with each passing policy (or lack of), with 75% of local authorities suggesting that by 2020, funding within the youth sector will severely cut back or even vanished (Cabinet Office, 2014). This poses the question of how the 21st-century manager can deliver a professional discipline with a person-centred approach within such a low funded and target driven industry. 

It could be argued that the impact of Youth services is difficult to measure in the here and now, but the results will often influence the outcomes for young people in their futures. Youth work can help in this turbulent environment by establishing a positive relationship with young people (Ford, 2004). This concept is underpinned by the |Well Being of Future Generations Act Wales (2015) which defines sustainable development in Wales to improve the social, economic, environmental and wellbeing of Wales. In line with the sustainable development principle and achieving wellbeing goals of the future generations and what is expected of our public services, by setting out five goals for public services to meet the seven wellbeing goals. (Howe, 2020). 

Youth workers have an excellent opportunity to promote the value and impact of the work they do with young people to an audience that is very eager to hear about it (National Youth Agency, 2020). 1982 saw the last major review of the youth service by Alan Thompson. Thompson (1982) suggests that meeting the developmental needs of young people, and particular characteristics would help gain these developmental needs. These are as follows:

1. Experiential learning- learning by doing and reflecting on their learning. Likewise, to that of theorist John Dewey (1938) who believes in learning by doing. 
2. Reflective thinking helps young people develop and participate in decision making-, it can also help in following and taking part through shared decisions. 
3. Voluntary involvement encourages young people to engage and choose to participate in a non-directive relationship between the young person and youth worker, demonstrating mutual respect and valuing the contribution (Thompson,1982). 

These characteristics are mirrored in the National Occupational Youth Work Standards values that were first introduced in 2002. These are:

· Participation and active involvement 
· Equity, diversity and inclusion
· Partnership with young people and others 
· Personal, social and political development
These values underpin all aspects of youth work and need to be demonstrated in managerial and leadership approaches. Tom Wylie, Chief Executive of The National Youth Agency (2003), agrees that the youth service managers have an even more complex and challenging task ahead of them with the current ever-changing world in which we live. Ord (2006) suggest that it is also important that managers do not lose sight of core skills such as reflexivity. Nevertheless, youth managers also have the power to make changes for our youths and shape the way youth workers deliver the work and improve its relevance, quality and impact. With this in mind, it is also easy for funders to want more outcomes for fewer inputs, focusing on targets and not on the work itself (Watson, 2006, p.167 cited in Tyler et al. 2009, p8). 

To be able to deal well with the ever-changing industry of youth work it is important to have managers and leaders that can think creatively, make decisions and take risks with a clear aim in mind and do not work in solitary. Managers need to empower their staff to work in the same way (Ford, 2004). Drucker (1958) agrees with this by suggesting that a manager is the forceful, life-giving element. Without leadership, production resources would remain as resources and never become production (Drucker,1955, p.3). This being a similar approach to that of Theory x and theory y by Mc Gregor, the idea that a manager's attitude has a big impact on their staff's motivation (McGregor,1960).

However, some managers will use a mix of theory X and theory Y with most tending to favour one over the other. McGregor's (1960) theory also draws on Maslow's Hierarchy of Needs, Physiologically, safety and security, sense of belonging, self-esteem and personal development. 
Like Mc Gregor, Maslow argues that once a need is satisfied, it is no longer a motivation (Maslow,1943, p24, cited in McLeod et al. 2018). 
Theory X suggests that employee motivation is usually monetary. Under theory X, a hard or soft approach is key to getting results, where Theory Y is based on a higher level of esteem and self-actualisation. These are ongoing needs that for most are never fully satisfied. Theory X would most likely be used for new starters who need a little extra guidance, whereas the Theory Y approach would give more freedom and less guidance. Nevertheless, this may allow them to lose sight from key objectives. These theories are continuing to be important today (MindTools, 2020). 

Subsequently, since Every Child Matters (2003), it has been noted that more practitioners are now multi-agency teams and managers are now more responsible for integrated services. However, this brings even more challenges to managers, learning cultures, and diverse working is the most effective way to bring professionals together (Trayner & Wenger- Trayner, 2015). Successful leadership and management are being effective in performing the role and securing the resources needed. This is vital to developing and sustaining a youth worker's work and providing the best service to its service users. The profession's survival is on the shoulders of managers and leaders to prove their worth for the passion and strategy of people overpower (Douzinas, 2014). 

However, suppose managers believe a staff member may dislike their work or have lost motivation. In that case, Mc Gregor (1960) believes that using an authoritarian style of management can help rectify this. This approach is very hands-on and involves micromanaging peoples work to ensure the work is done properly (McGregor, 1960).

According to Kotter (2001), leadership sets the direction and helps develop visualisation for the future whilst promoting change and direction. Management is more focused on providing order and consistency in organizations through planning. Leaders that seek to provide youth work are faced with a complex task as a direct result of the service they offer. Youth work itself is diverse and complex and involves a range of different activities that can take place in many locations. This is similar to the systems theory; it aims to see managers overseeing a task and a multi-dimensional facilitator that allows both the environment and structure to work together to achieve its objectives (Hannigan, 2008).

Some of these locations are general public services like the police, fire service, housing, hospitals, services for young people such as criminal justice, mental health, leisure, higher education, schools, and youth work. These can be carried out and provided by specialist youth workers, including local authority youth services and other agencies (Armstrong, 2012). 

Wylie (2003) also suggests that youth work leaders and managers over the years have given insufficient attention to recording the impact of a youth worker's relationship and the important work youth work does to build this between the adult and the young person and also between the young person and their communities. The National Youth Agency (NYA), (2003) states it is a producer of 'social capital' the glue that holds societies together. 
Badaracco (2002) agrees with this and states that even the busiest of managers need to find time to reflect on their work and experiences. If they do not, then there is a risk of increasingly becoming ineffective. In contemporary society, managers of young people are facing the ever-changing challenges. The task is not to recognise these changes or be able to develop skills to deal with the short term but to be able to gain the capacity to lead and manage in a world of complexity and change on an ongoing basis. According to Tyler et al. (2009. P.10) youth work is becoming undertaken in a range of organisations. A host of different agencies is employing youth work and youth workers, Wylie (1998, p. 212) agrees with this. He suggests that youth work is a much-needed service and having fully equipped managers and leaders are key.

Hannagon and Bennett (2002) suggest that this is particularly true of the public service managers as they are caught in twin beams of demands of stakeholders such as government paymasters for improving performance and the demands of the service users better more responsive services. Risking that leaders and managers will have to neglect the role they are paid extra to carry out, such as thinking, reflecting and learning, so they can direct the service towards its purpose. 
Managers face many challenges to managing in such an environment where government funders are demanding clear and concrete planned outcomes for youths. In contrast, the two are not incompatible, but considerable skill is needed to manage the tension of the two effectively. 
Managers and leaders also need to have an awareness and understanding that there are diverse ways of managing. It is not a one size fits all approach, Hannagon and Bennett (2002, p11) describe this as the contingency approach. The principles underpin this approach that different problems and situations all require different solutions. 

Managers of the youth work organisations that receive money from the government need to show that their work produces measurable results. Managers of youth work must manage a service that integrates informal learning with interventions that lead to non-formal learning. Informal learning takes place through everyday activities, not structured or pre-planned and rarely leads to certification. In contrast, non–formal learning takes place outside school and is structured and based on learning objectives and often leads to certification (Tyler et al., 2009, p.10). 

Managers and leaders need to be skilled at involving young people and ensuring good systems and procedures to support this. This will then demonstrate that the manager listens to the young people and responds to the issues they raise. It is also important for the manager to be skilled at managing complex and subtle situations due to the nature of the type of work being carried out. The manager must also manage the tension between the work and the government's expectation on the delivery of reaching these outcomes for the young people. 

Wylie (2005) argues that, although there is much literature on management in key national public services, there is little focus on Youth Work Management or informal education. Consequently, leaders and managers need to be highly skilled and understand the basis in which decisions about recourses are made. It is, above all a political process. Leaders must develop a strategy to understand the different political processes that affect the resources at their disposal. (Ford, 2004). 
Wylie (2005) argues that managers in Youth Work need to adopt a reflective approach that goes through a cycle of looking at what is needed, planning, allocating resources, delivering the service, monitoring progress, feeding back to stakeholders and building strong relationships with stakeholders. Every manager should have a conscious plan for self-development. This is part of the learning from experience by building skills and knowledge to allow one to continue to be effective, as a professional manager and to be able to continue to self-develop one needs to be able to set time aside to be both reflective and reflexive (Pedlar, Burgoyne and Boydell, 2001). 

Supervision is a process of critical reflection. It is used for youth workers to be able to discuss ongoing work and professional development. This takes place with a practitioner such as a manager; Supervision is used to identify the clarity of roles, practice, and development. Both parties learn from each other to deepen understanding (Sapin, 2013). It is also an important process as it is not just about putting systems in place and letting staff learn them; it is about giving support and training to help make these systems work. By managing performance, managers can then establish what needs to be worked on and what can be put into place to provide the desired outcomes (Storey, 2000). This also helps managers draw on information fed back in supervisions to monitor how well strategic priorities are being rolled out. Managers rely heavily on verbal information from staff as this helps towards further development of staff and the practice (Sapin, 2013).

It is also important to remember the need for effective risk management. All services working with young people involve an element of risk. It is important to demonstrate that they have taken reasonable steps to protect young people and staff from risks (Adult Commission, 2001). With much media attention drawn on the scandals and incidents within youth work, it is even more important for managers to run from frameworks for good practice, effective systems, and good procedures. Managers need to take informed risks and manage them effectively.


CONCLUSION

The current political climate is more focused on a target-driven market than a person-centred practice (Kotter, 2001). The world of youth work is fast changing. Managers and leaders face ever-changing issues in managing and leading staff. How youth work is managed has a fundamental change due to the policy context, which appears to have a negative impact on staff. 
Besides insufficient professional recognition of youth workers, there is little recognition of the value of youth work proven within the third sector. Although this seems to have failed, with greater encouragement in developing a professional base and promoting their research outcomes and youth work methods, their value will be realised. It is also important to have strong leadership and management team as this helps in motivating and supporting staff and ensuring high-quality services to service users. The Well Being of Future Generations Act (2105) also helps youth work managers' sustainability. However, the real impact of Youth work will be seen in the future rather than by the immediate results and without youth work services where would this leave the youths of today.
Funding for youth services also needs to be addressed by the government as the youth service seems to grow. Without financial support, this could lead to dramatic consequences for leaders and managers and service users. 
Becoming a youth service manager or a leader involves many skills, some of which take time to learn. It is important to remember to take time to reflect on situations and experiences to develop professional practice. Equally, it is vital to evaluate services in order to continuously improve and develop services to rise to the challenges faced in this ever-changing world.
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