Assessment 2: - Critically analyse the role and functions of supervision in promoting effective youth work practice.
Introduction
Supervision can be described as a way of supporting, developing and motivating staff (Advisory, Concilation and Arbitration Service (ACAS), 2003).  The ACAS definition of supervision maybe seen as a humanistic view of what the role of supervision is. Supervision can also be viewed to have a managerial role, for example to check on the productivity and progress of staff (Lymbery & Postle, 2007). This essay will critically analyse both the role and functions of supervision and how this can promote effective practice in youth work.
The first section will explore the role of supervision by looking at what the purpose of it is and how this impact on youth work practice.  Following on from this the functions will be discussed.  The functions of supervision to be looked at are – the educational function of supervision, the administrative function and the support function (Ingham, et al., 2014). 
The various functions will be analysed to see how supervision can impact on youth work practice both when used effectively and not.
Role of Supervision
The role of supervision serves a purpose for both the supervisor and the supervisee. As Hess (1980) stated in definition “a quintessential interpersonal interaction with the general goal that one person, the supervisor, meets with another, the supervisee, in an effort to make the latter more effective in helping people” (Hess, 1980). Supervision is a tool that both parties can use to improve and have a positive impact on Youth Work Practice.
For the supervisor the role of supervision can be a way of monitoring staff progress and wellbeing. Due to reporting procedures and for gathering statistics, supervision may be used to look at this area and to gather data.  However, as with other professions in social care and education there is evidence that encouraging reflective supervision has a significant positive impact on practice (Scaife, 2010). Using reflective models such as Gibbs Reflective Cycle and Schon’s Reflection in Action model (Bassott, 2013) practitioners with the support of the supervisor can process experiences and think about how they can learn. 
In providing a protected time and space in which the supervisee can discuss their experiences, ideas and concerns. A supervisor can offer a different view and provide feedback.  By encouraging reflection during supervision, the supervisor can help the supervisee learn from experiences and how things can be improved.  Part of such reflection is recognising the positive aspects of the supervisee’s work and what they think went well. This can impact on practice as recognition and praise for good work can help to raise moral and confidence (Sapin, 2013).
If done well supervision can be a motivator for staff to continue good work and improve. However, if supervision is viewed as a monitoring tool this can lead to staff feeling de-motivated.
Supervision can be seen by some as a way to control and ensure staff are subordinate. This negative view of supervision is still held by many with some seeing as a tool used by managers and organisations to ‘check up on’ workers (Lymbery & Postle, 2007). When looking to transform this view supervisors must acknowledge their role as supporters as well as managers. This will help supervisee’s view supervision more positively and get the maximum benefit out of it. 

Functions of Supervision 
The functions of supervision can be split into three main sections. Educational, administrative and supportive (Kadushin, 1992).
The educational function is the developing knowledge area of supervision.  This can be done again by using reflection to analyse experiences and learn from them.  Supervision can also be a place to discuss new ideas and complex situations to develop effective practice (Maclean, 2010). This function of supervision is an opportune time for the supervisee to discuss areas for personal development. Identifying these areas and taking responsibility for improving skills, knowledge and understanding will aid future practice by expanding these areas.
Such educational and developmental gains will have an impact on future practice by the practitioner learning new skills and having the confidence to use them.  This will ultimately benefit the individuals the supervisee is working with in helping the practitioner to have a dynamic toolkit and to be willing to try and learn new skills.  Reflective supervision will encourage the practitioner to think of new ideas and to remember what worked well from previous experiences.  The supervisor can also offer guidance from their own experience and use collective knowledge to enhance the service (Johns, 2004).
As part of the Code of Occupational Ethics for Youth Service in Wales (Learning and Skills Improvement Service (LSIS), 2012), Youth Workers, under section 5 point 3 of the code should share developments in practice and theory. Supervision is the ideal opportunity to do this. Such sharing of knowledge will ensure all staff members are not only adhering to the code but are moving Youth Work practice forward.
Following on from this, supervision can also take on an administrative role in youth work practice. Part of supervision discussions are to ensure the practitioner is adhering to roles and responsibilities set out by the organisations policies and procedures (Kadushin, 1992). Part of such discussion should be checking the practitioner is clear on what their objectives are and are following the aims of the Youth Work strategy. It would also give the practitioner a safe space to challenge ineffective work practices. 
An administrative side of supervision ensures that practitioners are taking responsibility for their own work and practice. As budget and resources are scarce in the current climate it is essential that youth work practitioners use their time and resources effectively.
Due to the complex nature of Youth Work and the difficult situations youth workers deal with on a daily basis it is important that supervision includes a supportive element this can involve the supervisor exploring the practitioner’s thoughts and feelings regarding a particular situation. This requires the supervisor to have empathy and understanding of the youth worker. Some research from social work (Wonnacott, 2004) showed correlation with the relationship between the supervisor and supervisee and the supervisee relationship with clients they are working with. For example, if the supervisee had a positive supportive supervisor, they were likely to foster such relationships with clients.  On the other hand, if supervisors were punitive and hard to talk to this filters down to practitioner’s work. 
Having a safe space to explore anxieties and fears is essential for good practice.  If youth workers do not feel able to explore concerns with supervisors, this could lead to further issues and children and young people being put at further risk. This was highlighted in the sister profession of social work following Lord Laming’s (2003) Inquiry into the death of Victoria Climbié. Lord Laming’s Inquiry showed that supervision was often cancelled and when it did happen it was not of quality (Laming, 2003). If the relationship between the supervisor and supervisee is not good the supervisee will not feel able to discuss any problems for fear of not being good enough or for getting into trouble. 
The quality of supportive supervision has also been linked to staff retention (Gibbs, 2001). Staff who feel empowered and valued, partly by the quality of supervision received, invariably have more positive outcomes than those who are demotivated and undervalued. 
Supervision can be a place to de-brief following an incident or stressful situation, encouraging practitioners to maintain self-care practices. Hawkins and Shohet (1992) bucket theory stated that workers need to know the size of their emotional ‘Bucket’ and make sure this Bucket is not over filled: “All helping organisations are, by their very nature, importing distress… How much of this they will be able to contain and work through will depend on the size of their [bucket]… and, most important, the quality and regularity of the supervision they receive.” (Hawkins & Shohet, 1992).
When examining the functions of supervision, it must be acknowledged that as it is not easy for busy practitioners and managers to deliver supervision which thoroughly covers all three functions in every supervision session. Areas must be prioritised at times. However, supervision can become unsafe if one function is not discussed for any length of time (Hughes & Pengelly, 1997).
Conclusion
To conclude, some key points that have been discussed are the role of supervision. This has included what the purpose of supervision should be and an analysis of why this sometimes is not the case. And in turn the effect this has on youth work practice. 
Key points regarding the functions of supervision have been explored. Analysing the three main functions of supervision, educational – a space where youth workers can learn and develop knowledge, administrative – an opportunity for the supervisee to ensure staff are adhering to policies and procedures, and for staff to clarify roles and objectives and supportive – a chance for practitioners to explore thoughts and feelings, de-brief and discuss complex situations. How this effects youth work practice when done well and when done badly was analysed. 
[bookmark: _GoBack]Supervision overall should be a good quality combination of all three functions with both the supervisor and supervisee gaining form the session. 
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