	
	
	



Supervision, Leadership and Management for Professionals assignment 


Student number - 2204263

Introduction  
This assignment is composed of two parts, the first part will be about supervision. This part is to show how leadership skills and supervision are a key part of effective youth work practice. Throughout this assignment, links will be made to supervisions held between the supervisor and the supervisee, who will be referred to as Ella. This assignment will explain and demonstrate how different values and skills can be used and developed through supervision. In carrying out reflections the reflective model I have decided to use is Gibbs reflective cycle (Main, 2023).
The second part of this assignment will be about management and the different theories surrounding leadership and management within youth work. 

Practice log 1 
Establishment of supervisory relationships (Gibbs reflective cycle) 
When supervision occurs, a supervisory relationship is formed between the supervisor and the supervisee. To begin with, my and Ellas's relationship started quite awkwardly, as it was a new role, we both had to take on. However, making the supervision contract and establishing boundaries allowed us to understand our roles better. Through this, we were able to engage in effective supervision. Across the supervisions, I asked Ella to bring reflections and any topics she may have wanted to reflect on, and this was an important part in establishing our relationship as a supervisory relationship needs both participants to engage and have a role to play (Linda Deer Richardson and Wolfe, 2004, p. 261). During these reflections, I ensured that the appropriate eye contact was given and ensured Ella felt listened to. To begin with, this was something I felt uncomfortable with. I feel overall that the supervisions were good and making sense of the situation is easy to understand why the sessions were awkward to begin with. Looking back there are some things I would like to improve on and some actions to take if I were to do this again. If I were to do this again, I would implement Hawkins and Smith’s CLEAR model of supervision (Curriculum Development Unit et al., 2014). This is because it would make our supervisions most helpful if myself and the supervisee were to understand the phases that are typical. If these supervisions were following this structure, it would have a positive effect on our relationship as the supervisee would feel supported. 

Contract (Gibbs reflective cycle)
When supervision is needed, there are a number of important elements to consider. Firstly, a supervision contract was made between me and Ella. This was done in the first supervision session as it was important to ensure clear boundaries were set, and appropriate supervision arrangements were made. Sapin (2013) agrees that arrangements are a crucial step towards effective supervision as she states these arrangements and agreements can help the supervisory relationship to develop. In the contract one element discussed was where Ella would feel most comfortable and ready to engage in supervision. I feel the contract and our relationship were off to a positive start, although I felt nervous to begin with. I feel like the contract went smoothly, and Ellas's thoughts and feelings were considered. Although this was a good first session, I do feel there were some things to improve on. On reflecting, one improvement that could be made is to explain to the supervisee what supervision is and what they can expect. I feel this is something I should have done in the first supervision session. This is because, for supervision to work to its best ability, it needs to be understood by both participants (Belton, Hill, Salter, Peaper, 2011, p.11). As a result, I would do it next time and did do in my second supervision.

Environment (Gibbs reflective cycle)
Upon speaking with Ella, it was decided that it would be best if supervisions were held in a quiet place with little distractions. Our first session was not held in an environment that myself and Ella later agreed on. As a result, there were distractions, and this caused some delays in our supervision. This often caused me to feel awkward as there was sometimes an awkward pause while interruptions were happening. However, I feel confident that there is an easy solution to this issue. Although there were minor distractions, Ella did explain that she was comfortable to continue, and this was an important factor. After having experienced this and having done the contract with Ella we were able to improve our next supervision by booking a private room where the supervision went better. This is important as the national youth agency states that uninterrupted supervisions can lead to an empowering supervision which can help with development both professional and personal (National Youth Agency, 2021). If a similar situation were to happen in the future, I would make sure there was open communication about how both me and the supervisee were feeling and make any appropriate changes. 

How the relationship has developed across the sessions (Gibbs reflective cycle)
As mentioned above there were certain actions taken to first establish our supervisory relationship. Once these actions were taken and our relationship was established, we were able to engage in effective supervision. This meant me listening to Ella and encouraging her to reflect on her practice and give advice when needed. Research has shown that this type of support and encouragement can be crucial to developing supervisory relationships (Oretade, 2013). There was also a noticeable improvement and a better dynamic in our relationship as the sessions continued. It is possible that this was because supervision was a helpful tool in helping Ella improve her practice. As the supervisions went on, they were also constructive as both Ella and I were feeling confident about what was expected of us; for example, Ella brought reflections to the supervisions. This allowed conversations to flow. I started to feel more confident as the supervision went forward, I felt there was an understanding of Ella’s needs and that they were being met, which overall helped improve our relationship as Ella felt listened to (Social Care Institute for Excellence, 2017). Overall, I am happy with how the relationship developed across the sessions. Although this was mainly a good and positive experience, I do feel there are aspects that could be improved and or changed if I were to do it again. If in a supervisory role again I would follow the steps I followed but I would add an additional step of first making note of Ellas' needs and what she expects from these supervisions. 

Practice log 2 1000
Introduction 
In this part of the assignment, explanations will be given into what the three different functions of supervision are and when and how I used them during the supervisions I had with a supervisee. Links to appropriate theory will be given as well as a range of information on the three functions.
There are three different functions in relation to supervision. These are formative, normative and restorative. These functions are known as Proctor’s model of clinical supervision, implemented by Proctor (ResearchGate, 2008). However, these 3 functions are sometimes known as educative, managerial, and supportive which was discovered by Alfred Kadushin (Warwick Institute for Employment Research, 2012). 

Formative/ educative function 
The formative function, also known as the educative function, is where knowledge and skills are developed (Corrie and Birch, 2014). In this function, a supervisor would try and help the supervisee develop their abilities and overall knowledge of a subject they have brought up. An effective supervisor would research a particular subject a supervisee has brought up and try to help build the supervisee’s understanding and help them develop professionally. A key part of this is through reflection (Mbau, 2005). However, the supervisor may also recommend books the supervisee could read or suggest theories.

Educative example from supervision (Gibbs reflective cycle)
During one of our supervisions Ella mentioned how she was just starting at placement and that she felt overwhelmed as the young people she was working with had disadvantaged backgrounds and did not know how or where to start on activities and plans to do with them. Immediately I felt confident as I knew of two theories I could show and remind Ella of. This was me entering the educational function. I began to explain to Ella that if she would be working with a young person one-to-one, she may want to consider Maslow’s hierarchy of needs. This would show where a young person is on Maslow’s hierarchy and would give Ella an idea of what that young person needs next (McLeod, 2023). Another concept I mentioned was the NAOMIE practice model (Needs, Aims, Objectives, Methods, Implementation, and Evaluation). I mentioned to Ella that this would be a good idea when considering what to do with the group she was working with next. The NAOMIE model helps identify the group’s needs and would help Ella plan what to do next (Sykes, 2013). This went particularly well as Ella could learn and implement new theories into her youth work practice. What could have helped was maybe bringing in documents for Ella to look at, as sometimes visual aids are helpful rather than just explaining. However, Ella did research these models. If the situation were to arise again, I would recommend the same theories; however, I would be more prepared about what theories I bring to supervision.  

Normative/ managerial 
This function is in place to ensure that the supervisee is following policies and procedures. If the supervisor is presented with a scenario where the supervisee is not following procedure it would be the supervisor's role to encourage them to implement it. This means the supervisee will then be following the goals set out by the organisation (Warwick Institute for Employment Research, 2012).

Managerial example from supervisions (Gibbs reflective cycle)
During one of our sessions Ella explained how one of the young people she had been working with on the farm had been swearing during activities on a certain day. Once Ella spoke more, I began thinking about different policies and whether Ella had considered them. One of the main policies I thought about was the code of conduct for youth work. As a result, I recommended that Ella remind herself and revise the code of conduct. Ella and I could then produce ways to help the young person have their ideas or other words they could say instead of swearing. This would then promote the young person's right to make decisions and empower them (The National Youth Agency, 2004). This went well with Ella as, upon speaking about it, she was able to relate the policy to her practice. Making sense of the situation, upon reflection, it might have helped further to refer Ella to the National Occupational Standards as well. As a result, in the future, I will ensure that the National Occupational Standards are mentioned in supervision as they are a key part of policy in youth work. Looking back on this supervision, it was clear that I had entered the managerial function with Ella and overall, it is something I feel confident to do again. 

Restorative/ supportive function
The restorative function is concerned with the supervisee's emotional well-being and having regular check-ins on how the supervisee is feeling. It is up to the supervisor to maintain an environment which enables the supervisee to be comfortable in expressing their concerns of any successes or joys they may be feeling (Corrie and Birch, 2014).

Supportive example from supervisions (Gibbs reflective cycle)
Many times, throughout the supervision process, the supportive function was used. At the beginning of most supervisions Ella was asked how her wellbeing was doing. One of the times of asking, Ella said she was quite nervous as she would be leading her activity in a few weeks' time. I felt quite sympathetic towards Ella and considered what support to offer. I began to tell Ella that it was normal to feel how she was feeling and that she should take a day to herself to relax and properly prepare for this activity. I also shared some examples from my practice. This went quite well as Ella started to relax and talk more about what was causing this anxiety. What could have helped was offering Ella some relaxing techniques for the next time she feels this way. As a result, in the future, I will research and be prepared with different techniques to reassure people in times of distress. As an action plan I think I will investigate different training opportunities into how to improve my responses to distress.

Practice log 3  
Description 
Throughout leading and managing these supervisions there are many different elements I had to consider. For example, the way I was portraying myself and whether my body language was welcoming. Several skills are used as well, such as listening skills, nonverbal communication skills and active listening skills. One of the main approaches I considered important in every supervision was the SOLAR approach by Gerard Egan. I had to think about my body language (Egan, 2019). Was I sitting squarely with Ella, and was I maintaining appropriate eye contact? Regarding setting boundaries, this is something I did in our first supervision while we did the contract. This was because boundaries are needed to set clear expectations and enhance efficiency in our supervision (Venton, 2023).

Feelings 
Although beginning the supervisions I did feel unequipped and under prepared, I think my emotions varied throughout the whole process. However, towards the end of the experience I did overall feel more confident as my skills grew. Regarding how I felt about using the solar approach, I feel I did this well as I find it quite a natural approach to use and is something I can do confidently. I also think that setting boundaries was a comfortable process for both me and Ella as we understood our roles and knew what was appropriate to be doing in supervisions. I am optimistic that in the future supervisions will overall be improved compared to the ones held with Ella. This is because this experience has allowed me to build my skills as a supervisor. 

Evaluation  
Feelings aside, some things that went well through this process and some things that need noticeable improvements. Looking back, I am proud of having completed this experience, but also giving Ella a chance to reflect. I am confident that Ella could use supervision to the best of her abilities and that this went well. However, some things did not necessarily go well. One of these would be the environment we initially chose for our first supervision. Initially, our chosen environment caused some disruptions to our supervision and made it awkward for that meeting. Even so, what went well with this was how we corrected it professionally and ensured that the next session was in a better place with a calmer and more private environment. 

Analysis  
Looking back, there are some things we could have implemented to help the process for both of us. For example, the environment should have been thought about beforehand as it would have ensured smooth first supervision. Thinking about why I did not do so and making sense of the situation, I realised it was because this was a new experience and a learning curve for me. This means it was only natural for mistakes like this to happen. As for boundaries, this went smoothly for us as in youth work there must be a basic understanding of boundaries, making following boundaries in supervision natural to us. Ella seemed to make the most out of supervision and this was most likely because she knew what was expected before each supervision. 

Conclusion 
Throughout these four supervisions there has been a lot learned and skills developed. One of the main things I have learned and now value important is the preparation needed for successful supervision. I have also realised that more reading is needed to best support my supervisee as doing so can help me recommend more theories and link different scenarios Ella brings up to policy and practice. I also value using the three different supervision functions as it is clear how they all play a role in these meetings. As a result, one of my main changes or focuses if I do this again is to prepare better and do more research. I am grateful for the skills I have developed in this supervisory process. 

Action plan
Having learned everything I have; it is clear to me that I would need to improve should the situation arise again. The main action point would be to improve my preparation before the supervision. To do this, I would put time aside beforehand and ensure I have researched where the supervisee is going. I would also read any relevant policies, procedures, or theories to refresh my memory, making it easier to refer to during the supervision. In the meantime, I will re-read relevant books and policies on youth work. Next time, I would also ensure the supervision needs to be in a private and calm environment unless the supervisee says otherwise.

Critical review
Introduction 
Managing and leading is a common role in youth work, whether managing yourself, the organisation or others. Managing youth work is often unrealised. However, it is sometimes the case that only fifty per cent of a youth worker's time will be spent face-to-face with young people (Tyler, Hoggarth, and Merton, 2009, p.2). As this is a common role, there are many theories and structures to consider when managing and leading. This part of the assignment will mention such theories and how they are used in practice. It will also be mentioned how these theories play a role in today's society regarding the challenging financial climate for youth work. 
Main body 
There is a difference between leading and managing in youth work and it is key for this to be understood before trying to do either. A leader's role is to lead and inspire others towards an agreed upon goal, whereas a manager has a more structured approach and is constantly working towards a goal, through planning (Flint, 2023).

Leadership 
Relating to leadership, there is the theory of there being three leadership styles determined by Kurt Lewin. These are “authoritarian (autocratic), participative (democratic) and delegate (laissez-faire)” (Lumen, n.d.). The authoritarian leadership style refers to a leader deciding without consulting anyone else. These can be about policies and procedures (Oxford Review, 2016). In terms of youth work, an example would be a leader who decides what young people will be doing for the next couple of weeks in the youth club. This leadership style can often have a negative effect in youth work as one of youth work values is a partnership with young people. (CLD Standards Council, 2019). The participative leadership style is more suited to youth work from a trainee youth worker’s point of view. The role of a leader using this style is to involve people and share responsibility for the objectives (Lee, 2020). For example, in youth work, a youth worker may want to lead a trip and involve young people in the process as this helps them develop. Finally, the third leadership style is the laissez-faire style. This style's goal is to be as involved as little as possible. It passes almost all responsibility onto others to solve the problems (Cherry, 2022). In my opinion, this type of leadership is less effective than the participative style. This opinion is formed by the reality that sometimes young people need support to develop policies and procedures in place to follow. 

Management 
One interesting theory when considering management is McKinseys seven S framework. This theory is based on the idea that there are seven Ss (Structure, Systems, Styles, Staff, Skills, and Strategy) that affect the success of an organisation. The theory suggests that if one of the elements is struggling or lacking, the rest will be affected (MindTools, 2022). For example, if there are little to no staff, this will have a knock-on effect on the organisation's structure. This would then end up affecting the systems in the organisation and so on. 
Youth work is a profession that has always had to justify itself and struggle to attain consistent and reliable funding. In today's society it is no different. Due to this youth workers may often work in environments where there is the stress of budget cuts and low stability (Sercombe, 2010, p.75). Thinking back to the McKinsey seven S framework it is clear to see how money and youth works financial crises in today's society can affect management. If there is a low amount of money to be made for youth work, there is a possibility of low staff morale or fewer people going into youth work as a profession. Considering Mckinsey’s theory, this would have a knock-on effect. Fewer people going into youth work means less people with youth work skills. This would mean the styles of the organisation would change and go on. Considering all of this, it is notable how important money is in youth work in order to sustain the success of an organization. 

Conclusion 
To conclude this critical review, many factors affect managers and leaders in youth work today. This is an interesting conclusion, as a youth worker's role involves a lot of leading and managing. After completing this critical review, it can be seen that money plays an important part in how effective a youth work organisation is. Many theories mentioned throughout this assignment can still be applied in youth work today. Finalising this assignment, the findings of this critical review show that managers and leaders should always consider staff morale and how they conduct themselves when leading and managing others.
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