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Critical analyses my role in supervising others during the supervision sessions that I have led upon

 First supervision reflection  

 For me, supervision is a new experience. I have never had somebody oversee me or had anyone supervise me before. It is an extremely difficult procedure for me. I did a lot of study on the term "supervision" to acquire a good description of what it means and how it works in a Youth Work situation. Considering the policies and procedures for youth work, supervision should be carried out under the National Occupational Standards for Youth Work 2019. (Nos,2019). 
Working together and learning from each other while building mutual trust and respect to perceive each other's viewpoints is what supervision entails (Sapin, 2013). Loganbill et al. (1982) also characterised a one-on-one relationship as "an intense, interpersonally focused partnership in which effective relationships create and deliver positive challenges’, according to Nene (2019).  
Supervisees who trust and appreciate their supervisor's integrity are more likely to be open about their learning requirements and to learn from both accomplishments and mistakes. Supportive, management and educational supervision are the three main functions of supervision. All three provide excellent opportunities to mentor and manage both positive and bad performance. one person is designated to assist the development of therapeutic competence in the other. 
To be an effective supervisor, you must go through stages of the Kolb (1984) model, such as understanding and agreeing to the supervision taken, establishing a relationship and practice through supervision sessions, and then making it to evaluation and exit (SCIE (Social Care Institute for Excellence), (2012). I choose the Kolb model for my reflection learning since it explains how to learn from experiences. Because it improved my learning skills in two dimensions, 'doing' and 'thinking,' this model was ideal for my supervision situation. I was able to understand and put my practice into action with my supervisee, as well as critically examine her actions toward me. 
Direct supervision is offered face to face; indirect supervision is provided when the supervisor is readily available and close by to provide support, and remote supervision is provided when the supervisor provides guidance but does not personally supervise the tasks being performed. This can be done via video conferencing or a phone call (HCPC, 2021). As part of a Teams video call, I conducted my supervision remotely. As a result, I was able to see my supervisees face to face, which was far more convenient than dealing with them directly. Because of the threat of Covid-19, I preferred online monitoring because it was both secure for us and allowed for clear communication without the risk of contracting the virus. 
Trust, collaboration, joint accountability, honesty, transparency, and a non-judgmental approach should be the foundations of supervision. It also addresses issues of power, gender, and culture. Effective supervisors install a sense of trustworthiness and predictability in their workforce. 
Supervision is heavily influenced by the organization's culture. Hawkins and Shohet (2015) claim that effective supervision in youth work fosters a broader learning and development culture if the organization reviews its problems and provides solutions, commits to professional development, maintains the confidentiality of workers and young people, and evaluates the effectiveness and learning outcomes of workers and young people (Olsen and Burk, 2017). 
National Occupational Standards (NOS) define what a supervisor must do, know, and comprehend to do their job consistently and competently. They contribute to 'best practice' by combining skills, knowledge, and ideals (NOS, 2019). My role was to ensure I have the proper abilities to supervise, form a supervision relationship, analyse my practice, and reflect on an action plan to move forward and develop myself, according to the principles for youth and community work. 
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	SUPERVISION RECORDING- 1ST WEEK 

	DATE: 30/11/2021 

	TIME: 10am  

	PEOPLE PRESENT: Sabia and Amanda  

	DURATION OF TIME: 40 minutes 

	AGENDA/DISCUSSION POINTS 

	1. Supervisee wellbeing and background 
2. Supervisor and supervisee contract  
3. Health and safety issues 
4. Youth work policy 
5. Performance 
6. Arrangement/follow up  

	NOTES AND ACTION OF EACH ITEM 

	1.  Effective communication/build trust 
2.  Review the contract  
3.  Report to supervisor/must meet the health and safety standards 
4.  Discussion on theories and Code of Ethics  
5. Performance    
6. Plan next meeting   

	REFLECTION ANALYSIS AND LEARNING 
 

	My first goal in supervision was to learn about, evaluate, and apply diverse models of supervision and reflective practice in my evaluation of good supervision and to challenge assumptions and attitudes about supervision. 
Supervision is an important position in an organisation, according to the EWC Code of Professional Conduct and Practice (2019). As shown in Appendix A, this idea considers supervision as a formal yet collaborative interaction that occurs in an organisational setting, is a part of overall practitioner training, and is governed by some type of contract between a supervisor and a supervisee.  
The supervisor is expected to give an honest and open account of the supervisee's work, as well as feedback and guidance, with the primary goal of assisting the supervisee's therapeutic competence development while also ensuring that they practice according to current ethical and professional standards (Ladany, Mori and Mehr, 2012). 
Both the supervisor and the supervisee signing the contract will help to clarify our roles and expectations. It's crucial since it'll help us build a strong working relationship from the start. It's also crucial to maintain track of supervision recordings, which will help me organise my thoughts, time, actions, and reflections (HCPC, 2021). All records should be kept in a secure and private location. 
The Hertfordshire County Council maintains the staff welfare supervision file, the performance, and development supervision record, and the performance management and development of Hertfordshire's children's services (Hertfordshire, 2021). EYST (Ethnic Youth Support Team) in Wales, on the other hand, retains their supervision records online, with only the primary project leader having access. 
The initial supervision was centred on the supervisees and my relationship. According to McPherson, Frederico, and McNamara (2015), overseeing is the key component that flows through all aspects. According to Hensley (2003), Supervisor traits associated with promoting supervisee competency, it includes a sense of humour, as well as integrity, loyalty, and honesty. 
Both the supervisor and the supervisee benefit from collaboration. The nature of monitoring and method in participating is collaboration. It aids in the development of a relationship that is linked to any concerns regarding supervision. It aids in the avoidance of misconceptions (SCIE,2021). 
The reflective process is essential for good supervision in adolescent work because it allows for deliberation of interventions and learning from mistakes (Herman, 2012). Reflective practice will assist me in recognising and responding to the emotional impact of personal development, behaviour, situations, or disclosures of traumatic events as a practitioner. 
There is a planned approach to supervision, shown in Appendix A. The first step is to figure out what skills, identity, and experience are required. The second stage involves building the supervisory environment, which includes things like confidentiality and the environment. The third stage is communication, which includes identifying the problem, analysing it, and finally devising a plan for moving forward, such as an action plan and establishing learning outcomes. 
 
 

	Questions arising  
· How well did I perform? 
 

	DATE OF NEXT MEETING: 07/12/2021 

	SIGNED:  Amanda  

	STUDENT: Amanda  
 
SUPERVISOR: Sabia 
 


 


Appendices  
Appendix A  

	A planned approach to supervision  

	Preparing for Supervision 
	Recognizing the types of supervision that are required
Identifying oneself in connection to one's identity, abilities, and experiences

	Establishing the supervision relationship 
	Information about the above is being exchanged.
Deciding for a meeting
Organizing the meetings
Record-keeping

	Examining practice 
	Listening to others and valuing their experiences
Providing constructive criticism
Examining the situation
Detecting problems

	Moving on  
	Organizing your actions
Examining what has been accomplished
Finding out what have you learnt
Allowing the relationship to end


(Sapin, 2009, p. 189). 
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	SUPERVISION RECORDING –2nd week  

	DATE: 07/12/2021 

	TIME: 9:30  

	PEOPLE PRESENT: SABIA AND AMANDA 

	DURATION OF THE MEETING: 50 MINUTES  

	AGENDA/DISCUSSION POINTS 

	1. Background  
2. Supervisee wellbeing 
3. Timing 
4. Confidentiality 
5. Seek solution (structure and develop professional development skills 
6. Feedback 

	NOTES AND ACTION OF EACH ITEM 

	1.  Privacy 
2.  Better acquainted with each other(communication)  
3.  Enough time to cover all questions 
4.  Understand and acknowledge personal information privately to be better at supervising them 
5. Group meetings/research/one-to-one 
6. Smart targets for next meeting  

	REFLECTION ANALYSIS AND LEARNING 
 

	Reflective supervision is crucial because it has forced me to critically analyse and assess my supervisory experiences. The supervision session helped me to understand the emotional and cognitive aspects of practicing better. "Within supervision, reflection and critical thinking will enable a focus on practice quality and may at times alert the supervisor to occasions when the supervisee's action is unlikely to promote the best outcome for the service user," according to the Social Care Institute of Excellence (2021).  
This is the second time I've been on a video call on team. In my opinion, online supervision is beneficial since it focuses just on the two of us. It allows you to learn new technology, communicate efficiently, manage your time, and contribute to the construction of a pleasant working environment (Mulhauser, 2021). The advantage of online monitoring is that it can be done quickly and easily. 
'Supervision must provide a peaceful environment in which critical inquiry, aiming for "best practise," and the potentially harmful and unexpected aspects of human behaviour can coexist in a fruitful way'(Beddoe, 2010). Supervision should take place in an area free of distractions. 
According to Asuelimen and Omohimi (2019), effective communication is an essential technique in human resource management because of its critical role in survival and development. According to the Development Model of Supervision, I collaborated with the supervisee to develop that understanding. Mutual trust was the foundation of the initial development strategy. In a relationship that is both demanding and helpful, being able to understand each other's viewpoints is essential. A good supervisor will be able to arrange my actions in practice, allowing me to reflect on my work and make plans. 
The Supervisor should be familiar with the Wales Youth Service's Code of Occupational Ethics (2012), which covers responsibility for young people, colleagues, employers, occupation, and occupational intervention. Reflective supervision has taught me to investigate the unique work situations that have resulted in good outcomes. It has provided me with a new perspective on learning and development. The more I learn, the more profound my comprehension becomes. 
The experience of supervision made me feel as though I were sharing my inner thoughts with someone. Believing and trusting a person with whom you can communicate. Hawkins (2012) stated that supervision is crucial because it allows one to take a step back and reflect. It allows for the exploration of new possibilities, the discovery of new knowledge, and the seeking of assistance. The value and experience of effective supervision are initially valued, but it will then become ingrained in the workplace and improve through time. 
It's all about growing people when you're a supervisor. Learning from the behaviours of my supervisees and reflecting on my work. Listening to the supervisee and caring about their difficulties, whether they are work-related or personal, allows both the supervisor and the supervisee to have faith in each other and accept the supervisor's advice. Supervisors might be inspired by their supervisors. Supervisees look for advice and look to their boss as an example. Setting a good example for your staff will help them execute their jobs more efficiently and will make them feel safer knowing that their boss is available to assist them (Potential,2020). 

	DATE OF NEXT MEETING: 14/12/2021 

	SIGNED:  Amanda 

	STUDENT- Amanda  
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	SUPERVISION RECORDING- 3rd WEEK 

	DATE: 14/12/2021 

	TIME: 12pm 

	PEOPLE PRESENT: SABIA AND AMANDA  

	DURATION OF TIME: 40 min 

	AGENDA/DISCUSSION POINTS 

	1. Background  
2. Amanda health and wellbeing 
3. Discuss any problem 
4. Follow up on health and safety procedure 
5.  Professional development 

	NOTES AND ACTION OF EACH ITEM 

	1.  Privacy/confidential  
2.  Communication 
3.  Seek solution/support 
4.  Found out if she has done her safeguarding training 
5.  Seek advice on how to develop such as reading books/research/practice 

	REFLECTION ANALYSIS AND LEARNING 
 

	Reflection analysis, according to Sapin (2013), identifies and transforms action. Kolb's (1984) cycle of reflective learning, which delineates four fundamental parts of learning: experience, observe-ovation, conceptualization, and experimentation, are examples of reflection models (Binnie,2011). Kolb's concept grabbed the spirit of innovation in management development and training in the 1980s and was an instant hit (Dennison, 2010). 

Using the Kolb (1984) model to reflect on my supervision, I have discovered that every time I supervise, I learn something new, such as how to cope with difficulties and how to solve them. Based on my observations, I need to improve my teamwork skills. As part of the effort to create a positive team, teamwork is essential. Working in a supervisory team will assist me in identifying problems, discussing solutions, and seeking advice (Mindtools, 2018). If I were to oversee a group or team, I would need to be familiar with team development skills and approaches. Individual supervision is one-on-one, whereas group meetings may focus on team members' interpersonal skills, judgments, and methods (Social Care Institute for Excellence, 2012). 

Through supervision, you can complete continuing professional development (CPD), which is a vital part of meeting our Standards of conduct, performance, and ethics. Both the supervisor and the supervisee benefit from the arrangement. 
The three basic functions of supervision have been defined as educational, administrative, and supportive. Each of the three functions takes precedence over the others. Educational supervision focuses on supervisee learning encounters. Administrative and support tasks are prioritised over knowledge and skill development. Administrative supervision, on the other hand, is concerned with the administration of supervisee work with a primary focus on achieving organisational criteria (e.g., caseloads, meeting staff goals). The supervisee's learning needs are less significant than the organization's functional needs. Furthermore, administrative staff oversight may not include educational activities. Planned learning in this setting is optional, not required. To engage in educational supervision with employees, the supervisee must first have an open discussion about the encounter's primary goal (Caspi and Reid, 2002). 
 
Providing safeguarding welfare to young people in a youth work context explores their values, beliefs, ideas, and challenges. The health and safety of young people is a major concern. Examining the youth work summary function map (given in Appendix A). I need to attend training on risk management for young people's safety. People who are new, inexperienced, or young, as well as those whose first language is not English, are more likely than others to require extra supervision. Make certain that employees understand how to express concerns and deal with issues that arise because of unfamiliarity, inexperience, or communication barriers. I need to be aware of the dangers that come with working with youth and how to avoid them. Supervisors, according to the HSE (2021), will need to ensure that risk control measures are up to date, being used, maintained, and monitored. Ensure you have plans in place to ensure workers complete their tasks according to the contract (HSE, 2021). 


	DATE OF NEXT MEETING: 17/12/2021  

	SIGNED: Amanda  

	STUDENT: Amanda  
 
SUPERVISOR: Sabia  
 


 

Appendices
Appendix A
 
 [image: Diagram

Description automatically generated]
(Skills Development Scotland, 2019) 





References

Caspi, J., and Reid, W.J. (2002) Educational Supervision in Social Work: A Task-centred Model for Field Instruction and Staff Development. New York: Columbia University Press. Available at:  https://www.jstor.org/stable/10.7312/casp10852.1 (Accessed on 28 December 2021). 

Dennison, P. (2010) ‘Reflective practice: The enduring influence of Kolb’s Experiential Learning Theory’, Compass Journal of Learning and Teaching 1(1). Available at:  (PDF) Reflective practice: The enduring influence of Kolb’s Experiential Learning Theory (researchgate.net) (Accessed on 14 December 2021)  
Gallagher, S., and Morgan, T. (2013) ‘The Process is the Product:  Is There a Need for Measurement in Youth Work?’ The journal of Youth Work. Issue 11: pp41-65.
.  
Health care professionals' council (2019) Reflect, discuss, develop: the value of supervision. Available at: Reflect, discuss, develop: the value of supervision | (hcpc-uk.org) (Accessed on 14 December 2021) 
Infed.org (2013) The functions of supervision. Available at: The functions of supervision – infed.org: (Accessed on 14 December 2021)  
 
Mindtools (2018) Building a Positive Team 
Helping Your People to Be Happy and Engaged. Available at: Building a Positive Team - Team Management Skills from MindTools.com (Accessed on 14 December 2021)  
 
Sapin, K. (2013) Essential's skills for Youth Work Practice. Available at:  Course: Supervision, Leadership and Management for Professionals (ECYW7003) (uwtsd.ac.uk) (Accessed on 14 December 2021) 
Skills Development Scotland. (2019) National Occupational Standards for Youth Work. Available at: https://cldstandardscouncil.org.uk/resources/standards-and-benchmarks/national-occupational-standards/ [Accessed: 1st November 2020] 




 







	SUPERVISION RECORDING- 4th WEEK 

	DATE: 17/12/2021 

	TIME: 12pm  

	PEOPLE PRESENT: SABIA AND AMANDA  

	DURATION OF TIME:  1 hour  

	AGENDA/DISCUSSION POINTS 

	1. Background  
2. Health and wellbeing 
3. Management system  
4. Support and help 
5. Discuss any problem 
 

	NOTES AND ACTION OF EACH ITEM 
· Privacy  
· How supervisee is doing 
· How the management system there 
· Professional development 
· Seek advice 
 
 

	PROBLEMS ENCOUNTERED  
· Supervision had to be delayed due to supervise feeling unwell 
 

	 

	REFLECTION ANALYSIS AND LEARNING 
 

	The McNiff Action Reflection Cycle (illustrated in Appendix A) encourages reflection through action research to improve practices and gain insight into how and why things are. The five phases are observed, reflected, act, assess, and adapt, and the principles of reflective practice are combined with qualitative data (stories and experiences) from the five steps. The significance of this strategy arises from the fact that there are few youth work supervisors to consider while using reflective practice in their workplace.  

Supervisory integrity has a positive impact on the supervisee's proactive behaviour. The link between supervisor behavioural integrity and supervisee proactive behaviour is mediated by affective commitment. Furthermore, friendship moderates both the direct and indirect effects of supervisor behavioural integrity on supervisee proactive behaviour through emotional commitment and affective commitment (Guohao and Pervaiz, 2021). 

According to the supervision functions, a supervisor can critically evaluate knowledge, values, abilities, and comprehension of the task being done. The organisation provides a secure environment, such as a small room, for the supervisor to reflect on his or her practice, decisions, and interventions. If these possibilities are not available, a supervisor will have difficulty completing his or her responsibilities. A supervisor can use a safe room to give or receive non-biased feedback. 
In a youth work situation, supervision serves a variety of functions. The three major functions of supervision, according to Kadushin (1992) and Morrison (2003), are instructional, supportive, and administrative in the context of youth work supervision. 

Hughes (2010) defined supervision as having three functions: formative, normative, and restorative. Hawkins & Shohet (2006), who focus on both supervisor and supervisee processes, take up the same concept, claiming that the developmental, resourcing, and qualitative roles of supervision in youth work are all important (Hughes, 2010). 

My decision-making and problem-solving abilities have improved since the supervision practice. It includes understanding the fundamentals of performance management, meeting management, conflict resolution, and stress management. 

People's mental health has deteriorated since Covid-19's isolation and uncertainty. Mental health issues must be addressed immediately to improve global planning and management of these issues (Lakhan, Agrawal, and Sharma, 2020). In that case, a supervisor job would be ideal. As a supervisor, I will oversee checking everyone in for work and balancing each person or team. Including them in decisions and policies to encourage and motivate them. Make jokes as a friend or mentor to make people laugh. As a supervisor, it is critical to attend all meetings, set goals, and report on performance regularly. Support from the management team will help me succeed and have an action plan. 
 

	DATE OF NEXT MEETING:  

	SIGNED: Amanda 

	STUDENT: Amanda  
SUPERVISOR: Sabia  
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Final critical reflection on supervision
  
I identified that by supervising and being monitored, I can provide one-on-one and group supervision sessions in the future. It is an experiential learning opportunity for me, with a focus on my experiential learning, skill practice, and experience sharing. Four guiding principles for supervisors' involvement with supervisees are offered, based on a reflective study of my practice as a supervisor and experience as a supervisee, as well as theory and research. They are providing emotional presence and sensitivity; they are respecting both vulnerability and competence; they are imparting knowledge and experience with humility, and they are building a relationship to enable ongoing personal and professional growth. 
 
While working to foster the growth of personally grounded, humble but confident practitioners, supervisions require sensitivity and courage while engaging with supervisees' personal and professional personalities with both their vulnerability and competence (McMahon, 2014). 
 According to Herman (2012), Supervising youth workers is a difficult and demanding task in a complex profession. It is quite difficult to supervise another youth worker. I have been able to reflect on my practice and explore my approach as a youth worker, which has helped me improve my work. 
The article ‘Thinking Space’ identified analysing own work and establishing new alternatives for action. Those who participate in action research often wonder, "What am I doing?" What areas do I need to work on? 'How can I make it better?' Their practice stories demonstrate how they are attempting to increase their own learning while also influencing the learning of others. These tales become their own practical theories of practice, from which others can learn if they so desire (Herman, 2012). 
My six supervisory sessions have convinced me to learn the approaches and skills, such as learning and developing action, coaching, reflective practice, and evaluation. 
Although these online supervision meetings are informal, they do necessitate time management. It is difficult to find time because we are both on placement. However, because we have a good working relationship, we messaged each other via the Messenger app and supervise on a video call. 
 
The article Skills for Care (2020) offers advice, recommendations, and pointers to help you plan and carry out effective supervision and other tactics in online sessions. It contains practical activities, checklists, reflection points, and templates to assist you in applying what you have learned in the context of the role, team, and organisation, as well as the individuals we support. I should conduct study and read books to further my development and use what I learn in my supervision session. 
Confidence is a critical skill to inspire me to succeed in my supervisory capacity. Building confidence with the supervisee removes potential roadblocks to supervisory development (Robbins, 2021). Before my supervision, I had given numerous presentations for previous modules. I had to anticipate the questions and produce a good response. I needed to present myself in good posture because it related to my performance management. I have demonstrated knowledge of obligations for future endeavours through my supervisory practice. My confidence level has increased with time, both at the beginning and the end of supervision practice. 
 
As a youth worker, I have shifted from one activity to another, according to Kolb's (1984) model of reflection. By challenging myself as a supervisor, I have played a role of a leader. I had to decide for monitoring time and ensure that both parties were comfortable before proceeding. As a result, I still have opportunities to learn and grow. As a youth worker, I am more confident in my ability to supervise someone in the future than I was previously. 
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Supervision Contract 
  
Agreement 
  
This contract was drafted on 02 November 2021 between the supervisor and the supervisee. Both the supervisor and the supervisee will get a copy of this contract. This agreement will be reviewed on a weekly basis. 
  
Frequency/ Length 
Weekly supervision sessions will be held.  
The supervision will last an hour. 
If supervision missed, the colleague who was unable to attend oversees rescheduling. 
 
  
Confidentiality 
The supervisee agrees that work-related matters may be discussed with other Trustees and Advisors as needed (on a need-to-know basis) 
  
The supervisee and supervisor must keep each other informed of any information that should be kept private and adhere to this policy. 
  
Both the supervisee and the supervisor will keep records of actions in an anonymous manner. 
 
  
Supervisee’s Rights 
  
· To uninterrupted time in a private venue 
· Advice and guidance should be brought to the supervisor's notice. 
· To obtain feedback 
· To establish the agenda 
· To pose questions and contribute to the development of solutions 
· Expecting the supervisor to take agreed-upon action or offer a suitable explanation within a certain period 
· To have his or her training and development requirements satisfied 
· To constructively challenge ideas and direction 
  
Supervisee’s Responsibilities 
· To be proactive in bringing agenda items, achievements, issues, and challenges to the table and discussing them. 
·  Adopt a problem-solving mindset 
·  Positively accepting feedback 
·  To keep supervisor up to date and deliver pertinent information 
· To get ready for supervision and preserve a copy of the supervisory actions. 
·  To keep the agreement going 
· Identifying training/development requirements and participating in agreed-upon activities 
· Before the next supervision, all actions must be completed. 
  
  
Supervisor’s Rights 
· To identify opportunities for improvement in the work of the supervisee and to provide a professional challenge. 
· To inquire about the job and workload of the supervisee 
· To discuss their work/workload and priorities with the supervisee. 
  
  
Supervisor’s Responsibilities 
· Congratulate on achievements 
· Ensure that the supervisee understands his or her job and obligation 
· To make a copy of the supervisee's most recent job description available to them. 
· Ensure that the supervisee is aware of Community House policies and procedures. 
· To keep track of the performance of the supervisee, including work and attendance. 
· Must be aware of what the supervisee is doing and how it is being carried out 
· Problems that affect the supervisee's performance must be addressed. 
· To assist the supervisee 
· To consider and respond to supervisory demands for professional growth. 
· Before the next supervision, all actions must be completed. 
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Introduction


The review is conducted on a critical examination of leadership and management ideas as well as their practical application. The goal of this study was to look at the definition of leadership and management, as well as how effective it is in a Youth Work setting. It begins with a theoretical, research, and practice overview of the concept of leadership and management. Discussing leadership and management philosophies, which I have incorporated into my youth work practice. Each theory identifies the effectiveness as well as any problems that may arise. Examining research on youth work services such as 'Mind,' 'Young Minds,' and other organizations and websites for young people. 
The review also evaluates the successful implementation of a youth work practice leadership style, beliefs, and procedures. The opportunity to refine a leader or manager's policies and procedures is provided by the contingency leader. A transformational leader can provide resistance to change in the current global crisis. Developing and supporting young people and employees, as well as leveraging resources like equipment, effective communication, and opportunities. When a youth work leader or manager is under pressure, a transformative leader or manager will need more awareness, skills, and resilience to stay the course. 













Main findings

Leadership  

According to Zainol et al (2021), Leadership is the process of persuading others to comprehend and agree on what must be done and how it may be done effectively. According to Kotter (2001), leadership is more concerned with creating order and consistency in organisations through planning, whereas management is more concerned with setting a direction, developing a vision for the future, and promoting change and direction. 
For strong sustainability in an ever-changing environment, an educational leader will establish what makes its institutions strong for the future with the students, communities, and societal values (Baer, Duin, and Bushway,2015). The issue is that leaders, such as Trump, can be embodied and engage other embodied subjects in their leadership practices through demagoguery and immoral techniques like building exclusivity cults and demonizing outsiders as enemies (Knights, 2021). 
Armstrong (2016) argued effective leader must be able to motivate a team and individuals, as well as communicate clearly and positively. Outstanding leaders are extremely motivated to attain greatness and are focused on their achievements, vision, and aim, according to research conducted by the Work Foundation with 77 corporate leaders from six high-profile organizations (Lawson and Cox, 2010). 
Kotter's model (shown in Appendix A) demonstrates that he is like Kurt Lewin's approach (Shown in Appendix B). According to Kotter, for an organisation to be successful, it must be able to 'buy into' change, which only a strong leader can do. In other words, before going on to the next phases, a leader must work hard on step 1 and devote a significant amount of time and energy to establishing a demand. The process will take time since some people may become panicked and rush in because they do not want to risk more short-term losses. Some leaders act without first preparing, which leads to a rocky trip. (Mindtools, 2007). 

Unfreezing, altering, and refreezing are the three stages of the change process outlined by Kurt Lewin (shown in Appendix B). His model has become well-known because it accurately depicts how individuals within the organisation felt during the three stages of the transformation process. Individuals cannot reach the unfreezing stage for a variety of reasons because change is a continual and unending force for many organisations. In these conditions, managers and leaders of organisations will need to collaborate with people who are adaptable and can deal with transformation issues. Lewin believes that if the change is not sustained, people will revert to how things were before the change. 2016 (Demirci). 

Management  
"Achieving organisational objectives in a changing environment by balancing efficiency, effectiveness, and equity, getting the most out of limited resources, and working with and through other people" is how management is characterised (Naylor, 2003).  Overall, management can be thought of as a historically unique way to organisation within capitalism, with various structures, roles, players, practices, discourses, outcomes, and concepts (Sturdy et al, 2019). 
Professor Henry Mintzberg argued that the 10 behavioural roles listed below are the most important aspects of a manager's job. The following are the roles: 
· Figurehead 
· Leader 
· Liaison 
· Monitor 
· Disseminator 
· Spokesperson 
· Entrepreneur 
· Disturbance Handler  
· Allocator of Resources 
· Negotiator (Mindtools, 2019).  
Furthermore, the McKinsey 7s model describes how a manager works in different regions of an organisation with contrasting functions to enhance performance and find the best method to implement a specified strategy. 
According to Tyler, Hoggarth, and Merton, the McKinsey model is well-suited to youth-serving organisations. The Top three S are viewed as the more difficult aspects in Appendix c. Harder 3S are parts are more structural, and managers have greater power over them. These are simple to spot, and management has direct control over them. The lower three S are thought to be the gentler features. Softer characteristics are more cultural and resist change. These are more difficult to define, less tangible, and influenced by the company's culture. However, if the organisation is to succeed, they are just as necessary as the hard elements. Structural and cultural factors interact, and any shared values influence and are influenced by them (Hoggarth, Merton, and Tyler, 2009). This paradigm can be used to assess the impact of future organisational changes. 
In the current world, managerialism climate, studies by 'Mintzberg' (1973) and Kotter (1996) found that successful managers spend less time analysing tasks and more time cultivating networks and personal interactions (Armstrong, 2016). Managers go out on their own time to look for other sources, such as youth and community projects. The manager of EYST (Ethnic Youth Support Team) is on the lookout for every young person's wish and discovers activities that are appropriate for their age, such as bowling, laser zone, and cinemas. He makes connections with other youth workers and collaborates with them on projects such as community service or football.
EYST  

Following a head-to-head battle with the Scouts, EYST (Ethnic Youth Support Team) was awarded the most funding (2011) from the Big Lottery People & Places Programme to deliver the Myspace Project. They also won the Welsh Assembly Government's Outstanding Youth Centre Project Award in the Wales Youth Work Awards 2011. They also won the Public Telephone Vote in the Big Lottery Fund's People's Millions Competition to win £49,000 to refurbish and create a new Youth Drop-in Centre (Eyst,2019). 
According to Johnson and Scholes (1992) Culture Web model, EYST Stories reinforce and propel the organisation forward into the future, regardless of its size. The corporate stories describe the organization's internal culture. A successful, competent, and committed firm will earn accolades, enhancing the company's public reputation (HBR,2019). 
Their organisational structure is hierarchical, tall, and formal, based on my experience working there (Shown in Appendix D). EYST has a flat structure. Because the flat structure has a high hierarchy, there are few people on the same level rank. Each person oversees a tiny region, which means there are just a few people working for them. When looking at the structure, top-level people are those in charge of the entire organisation. Managers are in charge of making decisions, planning, financing, and marketing. Then there are six leadership teams. Each squad consists of 3-6 people. More ranks are added as the organisation grows and develops, making the structure taller. 
 
Applying the McKinsey 7S model in EYST 
 
The three "Strategy, Structure, and Systems are the "hard" factors that define youth work management and the impact it has on the organisation. The others are "Staffs, skills, and style that are influenced by the three hard aspects are referred to as "soft" elements. The motivation, performance, and strategic decisions of EYST employees have an impact on their style and capabilities, as well as how they share values. The manager looks for any flaws or gaps in the team's work and assesses how well they are doing. He scheduled a weekly meeting to discuss performance and assessments. 
The hard elements indicate EYST as a government-funded organisation with a strict control structure. Because it is a sponsored organisation, it is governed by the seniors as the council committee board. Because they are in the charity sector, they are classified as the third sector. Board meetings are used to make decisions. They must follow the same rules as the private sector. The CEO meets once a month, while the manager meets once a week. The power structure is hierarchical, with management and council in charge of making decisions. If employees wish to offer their ideas, the manager will gather them and bring them to the committee board. Employees feel empowered, and they know they can speak with the boss if they have a problem. When it comes to their leaders, employees want and need a sense of intimacy so that they may feel connected to them (HBR,2012). 
 




Understanding the wider context of the services for young people, including the Youth Service 

According to Tyler et al (2009, p. 10), modern-day youth work is increasingly being done in a variety of organisations, and youth workers are employed by a variety of organisations. He agrees, stating that youth work is a much-needed service, with youth workers working in a wide range of organisations. He claims that the youth service is merely a small fraction of the entire supply of services to youth. The councils have financed youth work and programmes. Councils across England were compelled to overspend on their children's services budgets by £605 million in 2015/16 due to a £2 billion funding gap for young people services by 2020 (Local Government Association, 2021). 
SCVS (Swansea Council for Voluntary Service) is a non-profit organisation that supports, develops, and represents voluntary organisations, volunteers, and communities in Swansea County. Their effort is aimed towards young individuals between the ages of 14 and 25. Each young person under the age of 18 will be accompanied by an adult. Their initiative encourages young people to volunteer and to try new things (SCVS, 2019). 
By 2030, an Anti-Racist Wales will have arisen, with the goal of making Wales anti-racist. Their goal is to teach black, Asian, and minority ethnic people how to deal with racism. They wish to concentrate on anti-racist initiatives rather than multiculturalism or other alternatives. Incorporate actions from the First Minister's existing recommendations in response to COVID-19 and BLM, develop goals not only for the workforce but also for service delivery, consider where there is scope to strengthen the work of current audit, inspection, regulatory bodies, and ombudsman roles in responding to racism, key commitments in existing plans that would make a significant difference in the lives of ethnic minority people, Consider intersectionality, particularly the needs of ethnic minority women and children, and look for ways to make compliance by the Welsh Government and the entities it funds more visible. Encourage a more robust and effective decision-making process in public entities, ensure that the formation of an anti-racist culture is key to this work, and ensure that work can be done through Social Partnership whenever possible (Anti-Racist Wales, 2021). 
Some various organisations and websites provide services to young people. The website's organisation, 'Mind' and 'Young Minds,' provides all information on the website on opportunities, help, mental health, and wellbeing. 
 
Leadership and management in EYST 

The contingency theory of leadership examines how specific conditions influence a leader's success and how a leader's capacity to adapt can be their most important asset in the workplace. According to the theory, a leader's efficacy is determined by whether their leadership style is appropriate for the situation. In this view, a person might be an excellent leader in one situation while being ineffectual in another. It necessitates self-awareness, objectivity, and adaptability (Indeed, 2020). 
Email and a WhatsApp chat group are used by the EYST leader to communicate. He motivates the workforce by sending weekly performance appraisal texts and emails. One of the employees, on the other hand, likes to interact with him and provide information in person. At this stage for the leader to connect with the workers, he should strive to adapt his communication style. As a result, he is a transactional leader who uses rules and regulations to structure and lead activities. A good leader is faced with difficulties. If he agrees that he can convert from a transactional to a transformational leader, he can still be a very productive leader who effectively encourages his team.  
The humanistic perspective to success and potential is emphasised in Humanistic theory. The importance of an individual in shaping their internal and external world was focused on Humanistic theory. He says 'humans' are active and creative who lives in the moment and are primarily concerned with current interactions, perceptions, and situations (ELN, 2021). 
The behaviour of the EYST manager encourages employees to achieve their full potential. His attitude and manner make work enjoyable, and he achieves a high degree of potential and accomplishment. He has a sense of humour that makes everyone laugh. He always inquiries about the well-being of his employees and young people. His character, I believe, creates the structure of self-awareness during this process. A good and safe feeling comes from having positive self-awareness. He would be unable to lead his role as a manager if he had negative self-awareness. 

The role of a leader or manager in an emerging issue 
 
The EYST project manager assigns each of his employees a role and a weekly schedule. Each member of the team will know what to do. Therefore, their organisation has been successful in completing tasks because everyone knows what to accomplish and can talk to the managers face to face in the youth work setting if they need assistance and clear communication is placed. The leader, on the other hand, will take time to answer because he communicates via email or text message. 
They must limit the number of young people and personnel in the youth work settings to fifteen because of the new omicron variant restrictions. They had to inform all volunteers and placement students that they would not be able to come for the following three weeks. Many people, including myself, have been affected by this rule. However, because the leader is a contingency leader, he emailed me to say that I may participate in the outside activities, which have a limit of thirty people. According to Ord (2011), the "success of any organisation must be anchored in the degree to which workers and managers "operate together to achieve common goals." 
Any organization's subcultural heterogeneity is its strength, especially when it comes to ethical decision-making. This is because being ethical necessitates continuous self-examination and in-depth thought, and these processes are aided by the unavoidable value debate that occurs when subcultural diversity is accepted (Ord, 2011). 
 
 
 
What contemporary issues are leaders and managers facing in Wales at this current time? 
 
The global health disaster COVID-19, as well as its economic and social consequences, has affected all elements of life for all members of society. For young people, and especially for vulnerable youth, the COVID-19 problem offers enormous dangers in the sectors of education, employment, mental health, and disposable income. 
Leaders and managers are currently confronted with issues. For a leader, being in isolation can be lonely. They are not able to discuss difficulties, assist the team, or lead the team. Employees are motivated by feedback or appraisal from their bosses. Employees want their privacy; thus, the leadership role can be delicate. Isolation has resulted in the avoidance of conflicts and problems such as delays in decision-making and directives (LinkedIn, 2015). 
Anxiety and stress are common among leaders and managers. However, the worry that these leadership problems cause can be a big challenge in and of itself. Fear, self-doubt, and a never-ending list of challenges and expectations that leaders encounter can all add up to a level of stress that jeopardises their capacity to lead. That is why learning more about how leaders and managers react to stress, understanding their behaviours, and avoiding the leadership traps that occur when anxiety is unrestrained can be quite beneficial (Initiative One, 2020). 
The driving engines for communication during the pandemic, according to Kaul, Shah, and El-Serag (2020), were the mass media and social networks. Leaders and employees are concerned about Covid-19. It is critical to maintain communication and encourage a clear understanding of what is going on. Leaders and managers are communicating in the hopes of equipping the group with the resources it needs to deal with the threats it faces daily, both physically (e.g., personal protection equipment, wellness resources, and the capacity to work remotely) and psychologically. 
 
 
Quinn’s (1988) Competing Values Framework

Quinn's Competing Values Framework (1988) (included in Appendix E) outlines three competencies for each of the eight leadership roles in the competing values framework. The Competing Values Framework (CVF) was created because of research to uncover organisational effectiveness indicators (Yu and Neng Quan, 2009). Quinn (1988) established two primary dimensions of efficacy in her theory based on statistical analysis. The first is organisational focus, which includes things like wellbeing and development, and the second is organisational structure, which contrasts control, flexibility, stability, and change. These two dimensions combine to make four quadrants. Four key paradigms of organisational and management theory are represented in each quadrant. 

· Human Relation Model 
· Open System Model 
· Rational goal Model 
· Internal Process model (Value based Management.net, 2021). 
 
EYST has built a cultural style organisation, according to Quinn's (1988) theory. There is a wide range of individuals employed there. EYST's culture encompasses all four quadrants. EYST paying money to take young people out and treat them to food in a setting demonstrates their values and fulfils their desires, such as purchasing a PS5 for them to play. Quinn (1988) identified that organisation is successful if they are adaptable but also could lead to conflict behaviour (Yu and Neng Quan, 2009). (Yu and Neng Quan, 2009). 
The Competing Value Framework best fits organisations like EYST. EYST is keeping the Youth Work setting open with a limited number of young people due to the new constraints. Conflict can arise now as the staff must turn down young people to not come if it exceeds the new restrictions. This will disturb the young people since they will be unable to engage in the activities provided by EYST and use the equipment available in the drop-in, such as the PS5, table tennis, and pool. 
A resistance to change process can be crucial if young people or staff resist change, for it to not happen the leader or manager needs to be clear about its vision of change and give young people and staff ways to adapt to change rather than putting them aside feeling uncertain. 
 

Conclusion  


According to the study, an organization's success is determined by its leadership and management. A leader who, by his or her leadership style and attributes, can exert control over the organisation. A leader's consistent performance and clear communication motivate and engage his or her employees. 
 Youth work is built on young people's voluntary participation as empowered partners. Youth Work entails assisting young people in their daily lives, recognising, and pursuing their potential, and promoting equality and inclusiveness. 
There were various leadership and management theories presented. EYST should have a transformational leader in place. A transformational leader's efficacy will convert the environment into a more convenient way, such as purchasing more resources, creating new opportunities, tactics, and theories, and leading to a successful organisation. According to HBR (2017), fifty-seven corporations have achieved quick progress toward transformation by developing new products, services, and business models, repositioning their organisations, and sustaining budgets and money. 
Transformation entails more than simply altering an organization's structure or processes. Rather, it is about adopting a multiphase approach to reposition today's business while also discovering fresh growth opportunities. 
Due to the Covid-19 pandemic, leaders and managers are at a crossroads. Because the pandemic has put a lot of stress on not only workers and young people, but also leaders and managers, they should maintain frequent contact with them and keep young people occupied safely. 
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