Supervision and Management Portfolio – Betsan Thomas

Practice Log 1: The establishment of the supervisory relationship, to include creating the supervision contract, the importance of creating an appropriate supervision environment, and a consideration of how the relationship has developed across the sessions. 
Bromberg (1982) defines supervision as the relationship between two people where one [the supervisee] has the purpose of using supervision to improve their work with someone in their life, and the other [the supervisor] who has the purpose if helping them do this (cited in Inskipp & Proctor, 1995). Having regular supervision which is structured and has a clear focus and aim is important to successful organisational and personal outcomes (HPCP, 2021). Sapin (2009) explains that their planned approach to supervision, which I utilised when approaching the supervision when planning before, during the supervision sessions, and what the next steps would be. Preparing for the supervision included identifying my experience and skills and creating boundaries to enable to supervision to take place. Being able to establish the supervisory relationship included “making practical arrangements”, exchanging information about understanding the supervision function and boundaries, “structuring the sessions” and record-keeping” (Sapin, 2009). 
When establishing a supervisory relationship both parties, supervisor and supervisee, should understand their roles, the supervisory process and the expectations of the supervision. Boundary management and contracts. Brown & Bourne (1996) explain that “getting the contract right does not itself in any way guarantee successful supervision, but it does provide a firm foundation for effective work”. Through the collaborative creation of a supervision contract the expectations of the supervisor and supervisee can better understand their roles and can establish professional boundaries. A supervision contract is a written document which outlines the terms of how the supervisory relationship will be between the supervisee and their supervisor. It is important that the supervisee communicates with the supervisor to ensure that they receive the right level of support and that both are confident with the arrangements that have been put in place (HPCP, 2021). Jenkinson (2010) describes a supervision contract as something which is “drawn up jointly by both parties and usually covers the purpose of supervision, expectations, practical arrangements (where, when, how often), punctuality, cancellation arrangements, confidentiality, evaluating the supervision, and the responsibility of each party in terms of recording and formulating agenda”. I used this definition from Jenkinson (2010) to support my formulation of a supervision contract. The Supervision Contract (see appendix) included the practicalities, boundaries, how we will work together within our supervisor-supervisee relationship, the meeting session format, and how the supervision will be within an organisational and professional context. The supervision contract also included the boundaries in which we will conduct the supervision sessions. Morrison (2001) adds that the establishment of the supervisory contract at the beginning of the supervisory relationship can help, through being used as a tool to discuss ground rules, which can help prevent any problems or issues arising in the future, such as the supervisee consistently cancelling, or the supervisor not having notes or being prepared for the supervision. This can also help the challenge faced by supervisors where they find it difficult to raise an issue with the other party (Morrison, 2001). 
The supervisory contract helps to establish how supervision is implemented within an organisation. The practicalities of the supervision contract included aspects the aspects of ‘timing, frequency, place and what are reasonable interruptions’ (see Supervision Contract in appendix). “Professional expectations may include roles, responsibilities, boundaries and power dynamic within the supervisor/supervisee relationship” (EMCC, 2019). Establishing the supervision contract provided the opportunity to clarify roles and responsibilities which incorporated order to the sessions, how the supervisee will be supported and what would happen if any issues rose within the supervision sessions. Considering the practicalities of the meeting place being a noisy environment, a compromise of utilising a quiet space within the unit meeting building was agreed (see Supervision Contract in appendix). Having a space with a small chance of interruptions and making others aware of the function of the space is important for confidentiality. Having a space where you can conduct supervision so that your discussions and communication can remain confidential is essential, therefore sharing an understanding, such as through a supervision contract, will provide a mutual understanding of confidentiality and when information may have to be shared (HPCP, 2021). To enable professional development and positive service delivery it is important that the supervisory sessions are structured and “have a clear focus and set of goals to reflect on and evaluate against” (HCPC, 2021). Before each supervision session took place, I as the supervisor, set out a set of agenda points, allowing for supervisee discussion points and provided the environment to share anything they needed support with or clarification on (see Supervision recordings in appendix). 
I incorporated the supervision techniques and aspects from Jenkinson (2010) and Morrison (2010) along with other practicalities of supervision before supervision and when I attended my supervision sessions. It allowed a foundation for good discussion of what the expectations are for both myself and the supervisee, and what we would both like to gain from the process. The supervision contract was created before supervision took place. I felt that this approach helped me enter the supervision sessions with more clarity and focus to the process and helped the supervisee to feel more involved with my supervision sessions. Sapin (2009) explains that establishing a supervisory contract at the beginning of the supervisory relationship is a useful way of establishing ground rules, discussing and noting the expectations and outlining the practical arrangements that are involved in relation to the supervision. The EMCC (2019) describe the practicalities as the rational aspects of a supervision contract. These aspects concern “creating the right conditions for the relationship, e.g. openness, authenticity and confidentiality” (EMCC, 2021). Being able to create an environment where the conversations can be honest, supportive, and open, allowing both the supervisee and supervisor to reflect on their practice, and also discuss any worries or concerns is crucial to developing a more open and trusting supervisory relationship (HCPC, 2021).  
As a person in a more senior position of authority and responsibility within the youth work setting, the relationship of trust and respect was developed between me as the supervisor, and my supervisee, building upon the current relationship already established. Creaner (2013) adds that the hierarchical nature of the supervisory relationship develops over time, where the supervisor continues to monitor and evaluate the supervisee in their provision of services. Delano (2001) states that the relationship between a manager or supervisor and their youth worker should be administrative, educational and supportive. They refer to Kadushin’s model, where the expectations of ‘supervisor’ and ‘supervisee’ are “recreated up and down the agency organisational ladder”. It is as easy for a supervisor to create a positive image and use of power, as it is to create a negative one (Delano, 2001). The supervisee as a young member would report to either myself or to another leader of the organisation where appropriate in accordance with the Girlguiding Safeguarding policy; “You must report any safeguarding allegation, concern or disclosure within 24 hours of finding out about it, or sooner if it’s an emergency” (Girlguiding 2023c), (see Supervision Contract in appendix). The contract incorporated the organisations’ safeguarding policy of any concerns were brought to the supervision sessions, and how the issue would be followed up by the unit leader, or person of higher organisational responsibility. This is also reflected by the EWC (2023) where Professional Knowledge and Practice and Understanding involves the registrant to “know, understand, and comply with current policies, procedures, and guidelines relevant to their practice”. 
As the supervision sessions continued my supervision skills developed, which enabled me to provide more effective feedback, develop my note taking strategies and structures to be a more supportive supervisor and develop the positive supervisory relationship. Kadushin (1992) refers to the maintenance of harmonious working relationships, describing it as the ‘cultivation of esprit de corps’. Before and during the first supervision, I reported myself feeling anxious regarding being prepared and ensuring everything that was said appropriately and professionally put in place, ensuring nothing was missed (see supervision recording 1 in appendix). The first supervision was a positive experience for myself and left feeling positive about my supervision ability, and motivated to support my supervisee through the process. Bearnard and Goodyear (2009) defines the supervision relationship as ‘evaluative’, and ‘extends over time’ while having the “simultaneous purposes of enhancing the professional functioning of the junior person(s), monitoring the quality of professional services offered to the clients she, he or they see” (cited in Creaner, 2013, p.8). When engaging in the supervision process it allowed me to reflect personally and professionally on how I engage with those in a supervisee role and my engagement within the youth work setting I am working within. I used the Gibb’s model of reflection to help me maintain focus when reflecting on my emotions within the experiences, enabling me to set goals for the next supervision sessions (Gibbs, 1988). This is important when involved in the supervision process as it helps me continually and professionally develop in the role as a supervisor. Over time I built an increased care and involvement for the supervisee’s development and achievements as the professional relationship became stronger. This continued after the recommended hours of supervision where the supervisee came to me for support with their qualification and felt more comfortable and confident to engage in conversation. “Both [supervisor and supervisee] found supervisions beneficial and was a positive way to develop our communication and relationship going forward” (see Supervision recording 4 in appendix).


Practice Log 2: Your identification, understanding and critical review of the functions of supervision, and how your knowledge of the functions has been used when supervising others, to include specific examples presented anonymously. 
The Social Care Institute for Excellence (2017) describe supervision as having four functions; Management, Support, Development and Mediation which are linked to the four elements of the supervisory cycle, Experience, Reflection, Analysis and Action Planning. They refer to Morrison’s (2005) supervisory cycle, which is a process describing the factors which link the quality of supervision to the outcomes for people who use the services, such as the young people. The term ‘management’ is broadly used to refer to the role which a supervisor holds, such as being accountable for providing advice to their supervisees and any practice decisions which emerge from supervision as a result (SCIE, 2017). Supervision should be used as a motivational tool, for both the supervisee and the supervisor. This process should include practical and ethical discussions which allow for reflection, leading to planning for the future development of those involved in the process (Sapin, 2009).
Milne (2009) ties together the definitions of supervision from Bernard and Goodyear (2009) and Inskipp and Proctor (2001) to define supervision as being a ‘formal provision’ where a relationship is based upon education and training focused on managing, supporting, developing, and evaluating the work of a colleague or supervisee (cited in Creaner 2013). This definition of supervision is shown through my method of offering opportunities for learning to my supervisee and providing suggestions and new ways of interaction with the youth. This took place when the supervisee explained a situation of struggle when interacting with the young people (see appendix for supervision recording 2 in appendix). Milne (2009, cited in Creaner 2013) describes supervision as a way of providing corrective feedback on the supervisee’s performance, allowing for teaching and collaborative goal setting. We discussed what makes them feel this way, what they could possibly do next time when interacting with the young people, and what could make them more engaged and reciprocal to their work. This method is shown in Proctor’s (1987) supervision model referring to the formative (educative) function of supervision, where the assessment of the supervisee’s work takes place (cited in Turner & Hill, 2011). Jenkinson (2010) adds their experience of providing training and supervision in youth work organisations, explaining that “the most helpful aspect of the training is examining the nature and content of supervision” even being “one of the most valuable aspects of their initial training”. During the following supervision session, I asked about how the supervisee developed their strategy following on from the previous supervision dialogue, and after the advice and support I have provided. They positively explained that they are interacting with the young people with a different perspective, and they feel that they can build upon their relationship with the young people (see supervision recording 3 in appendix). This was an encouraging aspect of the supervision as it enabled the supervisee to learn to use their feelings and values within their reflection and youth work practice, as described by Tash’s (1967) evaluation of using supervision as a forum for learning. This allowed for reflective practice to take place during the supervision, focusing on the evaluation of the supervisee and their practice. Sapin (2009) describes reviewing practice and applying principles to practice are essential elements in professional supervision. These could include looking at the overall work, a particular session or responsibility the supervisee holds, or any developments since the previous supervision session such as recent events or issues that have arose (Sapin, 2009). This review of practice was performed during the supervision sessions. 
When supporting the supervisee through the supervision process, it increased my awareness of how important the facilitation of the supervisee’s professional development within the youth work setting is. Creaner (2013) explains that the key purpose of supervision has remained the same, existing “to facilitate the professional development of the supervisee at whatever their level of experience,” with the view to enhance the outcomes for those they are working with, who in this supervision context are the young people they volunteer with. Jenkinson (2010) adds that supervision is commonly identified to be supportive to the supervisee, providing a safe space to allow the youth worker to process their work, and help them to identify and work through any difficulties, along with celebrating their successes within their practice. The supervisee reflected upon their new ways of interaction and support with the young people and how they have developed through their qualification (see supervision recordings in appendix). Tash (1967) explains that one aspect of using supervision as a forum for learning is ‘learning from practice’. Throughout the supervision I supported the supervisee to develop their knowledge and skills through their engagement and my prior knowledge of completing the Young Leadership Qualification through Girlguiding. The Girlguiding Young Leadership Qualification is designed for those aged 14-17 to take an active and positive role in running a unit (Girlguiding, 2023). This helps those engaging with the qualification to develop skills in leadership, communication and team working, becoming more confident in their leadership role (Girlguiding, 2023). By supporting the supervise through this my practice aligns with the Youth Work NOS, through providing leadership opportunities to other youth workers and volunteers and supporting individuals’ learning and development within the youth work sector (SCS, 2019). As I have previous experience of completing this qualification myself, I had a good scope for providing support and guidance within the voluntary sector. Jamshidi et al. (2018) highlights that knowledge and skills of the profession or area is needed for effective supervision. They add that “strategies that enhance learning, strategies for structuring the supervision process, and the ability to provide effective feedback” are all needed for supervision which supports the development and maintenance of a supervisory relationship (Jamshidi et al., 2018). As a supervisor I was able to align my practice and knowledge with the Girlguiding outline as a ‘mentor’. I was able to “facilitate and deliver learning opportunities that give volunteers the motivation and confidence to provide good guiding for our girls” (Girlguiding, 2023a). Throughout the supervision sessions, I was able to support the supervisee with their learning and development within their voluntary role, through providing information and knowledge on completing their qualification paperwork, and planning and implementing activities for the young people. 
Managing and developing yourself is highlighted in the Youth Work National Occupational Standards, through developing your knowledge, skills, and competence to be able to “work as an effective and critically reflective youth work practitioner” (SCS, 2019). Grey et al. (2010) explains the importance of seeking to develop your skills as a supervisor through supervision. I asked my supervisee to provide me with feedback through the supervision process, helping me to identify areas where my provision of supervision could be improved. Reflection and having good supervision practice on the agenda is useful as supervision becomes an increasing part of your career responsibilities (Grey et al., 2010). Skidmore (2021) highlights the importance of Alfred Kadushin’s model to increase competency within supervision and management. The model refers to earlier reviewer of supervision, John Dawson (1926), highlighting the importance of the supervisor mastering their skills, knowledge, and capacity within the areas of being educational, supportive and administrative within their role of supervisor. The educative area identifies the developmental areas of the skills and knowledge of workers which aims to “dispel ignorance [lack of knowledge] and upgrade skills” of the workforce or supervisee; the supportive area is “to improve morale and job satisfaction, allowing a safe space and the time to engage in purposeful dialogue and identify the need for future support and allow the supervisee to admit mistakes; while the administrative area of supervision is “to support adherence to policy and procedures”, which is measured against organisational policies and goals, ensuring responsibility of the work is undertaken is appropriate and defined within the ethical standards (Skidmore, 2021). 
Hair (2013) evaluates the negativity and consequences of focusing on the administrative needs of the organisation, along with the other importance of providing support and educational opportunities for their supervisees. They explain that the more time spent on administrative responsibilities, the more supervisors “experience ambiguity and role conflict” (Hair, 2013). Beddoe (2010) adds that the consequences of an administrative focus in supervision create concerns for supervision practice. Management only becomes a conflict with supervision and professional needs when it is controlling and non-developmental. Gray et al. (2010) explains that if supervision is actively managed and seen by the supervisee as a learning and development activity, then it can be personally facilitating bringing professional and management outcomes merging together.  


Practice Log 3: A critical analysis of your role in supervising others during the supervision sessions that you have led upon. 
Armstrong & Shanker (2006) describe the role often taken upon by the supervisor is a ‘resource person’ who directs their supervisees to resources and information, provides information and discusses their ideas and the work which has been undertaken. They go on to explain that the supportive role taken upon by a supervisor is one of the most important that the supervisors can adopt, while also being directive and resourceful (Armstrong & Shanker, 2006). Throughout my supervision practice I followed the Education Workforce Council’s Code of Professional Conduct and Practice. My role of maintaining professional integrity and responsibility ensured that I maintained the role of supervisor with a “duty of care for the safety, physical, social, moral, and educational wellbeing” of the supervisee’s learning and personal development (EWC, 2023). Throughout the supervision process I used the CLEAR model of supervision by Hawkins & Smith (2006). I found this a good foundation to base my supervision role and responsibilities upon. It supported me to create the contract which included mine and the supervisees’ responsibilities, ensured my attention to what the supervisor was communicated so I could help understand the situation and question to gain an insight, create actions to move forward and assessing my practice as I go through the supervision process. 
· CLEAR model of supervision – (Hawkins & Smith, 2006)
· Contract – agreed outcomes, purpose + focus, expectations.
· Listen – identify issues + ensure a good grasp on the situation.
· Explore – use questioning, listening + reflection, develop insight.
· Action – agree on actions to move forward.
· Review – reflect on process, evaluate benefits + confirm actions.

My role as a supervisor is important for the development of my supervisee and my own professional and personal development. Supervision within the youth work setting is often overlooked and not prioritised due to the hectic nature of the profession, long hours, budget cuts, and working within the difficult situations requiring the attention of the ever-increasing demands on the youth workers (Jenkinson, 2010). “Supervision is distinct from teaching, training, and redirection, and is instead better understood as a process of exploration that a supervisor and supervisee are engaged in jointly” (Gharabaghi, 2008a). National Occupational Standards (NOS) (2019), includes the importance of developing colleagues, leading, and managing others while also managing and developing yourself in the youth work setting. This can be supported by the definition of supervision by Hair (2013), where supporting and developing the ‘two-way relationship’ of knowledge, skills, and attitudes of both the supervisee and the supervisor is an important aspect of positive outcomes of supervision. This aspect of my role within the of supervision process can also be interpreted within the Youth Work Strategy for Wales (Welsh Government, 2019) where “voluntary and paid professional youth work staff are supported throughout their careers to improve their practice… through the experiences of acting as system leaders, such as supervisors, and playing an active role in the development”. Gray et al. (2010) explains that a role of the supervisor should be to make supervision challenge the supervisee’s practice, while also being a positive encounter to enable personal reflection where challenge is matched with encouragement and support. As my supervisee is a youth, through my support and reflective supervision I have enabled them to “identify, reflect and use their learning to enhance their future development” (SCS, 2019). 
As a voluntary organisation Girlguiding do not have supervisors embedded within their organisational functions. They do have the opportunity for supervision and support role development though the ‘learning mentor’ programmes where those who hold a qualification can train to be a mentor (Girlguiding, 2023b). Within supervision, including the aspect of mentoring, there is an importance on the supervisor being open to continuous development and learning, to support the increase their knowledge, awareness and practice within the supervision role/process (Hair, 2013). Recommendations have been repeated and made by various research that “supervision training is necessary for supervisions to provide effective services” (Hair, 2013). The practicalities of this Girlguiding mentor scheme can involve not having enough mentors in your area, mentors not being able to provide enough of their voluntary time towards the programme, and travel cost/expenses incurred by attending required occasional in-person meetings. 
“All supervisors, whether clinical, professional or managerial, will also have a responsibility to report any unsafe practice” (SCIE, 2017). This responsibility was incorporated within the supervisory contract. “Supervisor will be responsible for determining the supervisee’s fitness to practice within the youth work setting and will review their own competency within practice” (See Supervision contract in appendix). This also applied to safeguarding situations that may arise during the supervision sessions. The supervisee had the responsibility to report any safeguarding concerns, and the supervisor had the responsibility to act upon and report safeguarding concerns as per the Girlguiding Safeguarding policy and procedure (Girlguiding, 2023c). 
Having prior knowledge within the youth work field, and more specifically the Girlguiding Young Leadership Programme, was very helpful in my ability to support my supervisee with their professional learning and development within their leadership ability. In-Trac Training (2019) explains that the supervision space allows for practitioners and supervisors to recognise and acknowledge the personal effect of being exposed to multiple degrees of life events, which increases in relevance when supervisees “include the details of similar experiences from their own lives”. This reflects the importance of a positive professional relationship between the supervisor and supervisee when engaging in the supervision process. Being able to share experiences which are comparable when conversing in the supervision can enhance professional knowledge to support resilience through practice and support professional development and service delivery (HCPC, 2021). 
I ensured to be present and provided support outside of the supervision sessions, allowing for questions and providing continuous supervision support while the supervisee carried out their youth work engagement. This allowed me to take written note of the supervisee’s youth work practice which I then brought to the supervision session discussions to use as feedback, discussion points and performance evaluation. These notes ensure the facilitation of ongoing learning and growth of the supervisee by providing a tangible representation of their practice to bring to supervision discussions (Doel, 2023). Supervision is, however, much more than just about performance management. It also contributes to quality assurance, individual and team morale, self-care for workers, and sometimes even clinical intervention in worker-client relationships” (Gharabaghi, 2008a). 
My skills of formulating and asking reflective questions during the supervision sessions were developed while engaging in more practice as the sessions became more frequent. Through the use of this practice, it enabled my supervisee to think more deeply, and supported them to reflect on their practice and involvement in the youth work setting. This is supported by In-Trac Training (2019) who discusses that prompt and reflective discussion questions help the supervisor prepare to facilitate the reflective discussion which helps the supervisee describe their practice experiences before moving the discussion into critical reflection, analysis, and action planning for the future of their practice. Reflective discussions during the supervision process helps increase the supervisee’s awareness about their interactions with, and how they respond to, their supervisees and others they interact with within the professional setting, including the youth, their colleagues and parents or carers. Sapin (2009) describes the supervision process as “dialogue and problem-posing with both parties working together and learning from each other to deepen understanding”. 
As the supervisor I allowed and prompted for questions to be asked to support the supervisee’s development and creating space for reflection on their youth work practice. When engaging in the supervision process the reflective sessions begun with a positive note of the supervisee’s practice and finished on a positive note. This allowed the supervisee to positively reflect on their youth work engagement practice. Having a varied approach to dialogues during supervision helps respond to the different emerging themes, pressures, and the setting in which the supervision takes place. Having challenging discussions can help formulate ways of identifying issues in practice and can assist the development and knowledge of both parties within supervision (Sapin, 2009). “A developmental approach based on mutual respect can enable both supervisor and supervisees to learn from each other’s’ perspectives in a relationship that is both supportive and challenging”. Entering the supervision with the aim of the supervisee determining the main body of the dialogue helped to reduce the stress on myself and the supervisee. This approach allows the youth worker (supervisee) to process how the work they are engaging and taking part in is affecting them, whether positively or negatively, “helping them to articulate and work through any difficulties they are experiencing” while also providing “an opportunity to acknowledge the worker’s achievements and celebrate their successes” (Jenkinson, 2010). Encouraging feedback helped me to understand if the supervision is being effective and analyse the relationship between myself and the supervisee. This process helps the supervisor to apprehend if the supervision is going well and is effective going forward within the supervision process, if the supervision relationships built are working, and what factors contribute to this and what might be done differently in future supervision (Domakin & Stuart, 2019). 


Part 2: 3000-word critical review of leadership and management theories, and their application to practice. Students should also consider these in light of the increasingly challenging financial climate that services for young people face and draw upon a range of supporting material to underpin discussions.

Cole & Kelly (2011) argue that every current practicing manager who looks to improve their management skills and abilities should be concerned with the knowledge and application to practice of management theories. Many youth work managers enter the management responsibilities with little formal training or education within the multiple theories that are relevant to management practice in a youth work context (Harrison & Ord, 2011). Gharabaghi (2008b) states that Child and Youth care profession is “significantly underrepresented at the management level”. Managing performance within youth work settings is becoming ever more challenging as more policies are introduced to measure the effectiveness and outcomes of the organisations, with budgets and funding becoming increasingly challenging. As targets are set, they can become conflicting to one another, increasing the pressure on the services, and consequently on the managers, work leaders and supervisors to achieve high recorded outcomes (Tyler et al., 2009). Targets and pressures on organisations can lead to the creation of ‘perverse incentives’. “This is where an unintended and undesirable effect runs counter to the policy objectives” (Tyler et al. 2009). Millar (2010) states that within the management literature many assume that the ‘product’ which is being managed makes very little difference to the approaches utilised by managers. 
Youth workers have always needed to be creative and sourced funding and economic opportunities outside of their organisations, this is becoming ever more common no matter the sector. The youth work sector have “faced significant challenges in response to the pandemic” and have been recognised as key workers who provided the crucial support to young people throughout the difficult time (GOV.UK, 2022), and continue to do so as we recover from the COVID-19 global health crisis and the go through the current financial ‘cost-of-living crisis’ that has hit many across the UK. Millar (2010) reports that “some local authority youth services reported almost 50 per cent of their total spend comes from external sources”. Many youth work services, such as drop-in centres, are facing a very uncertain future amid the current financial climate. Many managers are having to make decisions to ease the financial burden on their services (Price et al., 2023). Stretched finances have also contributed to an increase in recruitment challenges as many organisations struggle to offer an attractive salary to youth worker staff and keep them within the organisation. Gharabaghi (2008a) explains that if the job offered is not attractive, there will be a greater chance of higher turnover of staff and fewer qualified applicants to meet the manager's needs. “It often becomes apparent early in a child and youth care practitioner's management career that the idea of only hiring child and youth workers with the appropriate diploma or degree is not that easy to implement” (Gharabaghi, 2008a). Many youth work positions are hired part time and on contract which is subject to the funding attainment and length. This type of child and youth worker creates a new set of professional issues that range from a lack of supervision to a lack of training to a lack of accountability sometimes with very negative outcomes for children and youth” (Gharabaghi, 2008b). The Welsh Government replied to Price et al. (2023) stating that they are supporting charities through schemes to provide extra funding to organisations that are in receipt of Welsh Government grants to meet inflationary pressures”. 
Millar (2010) explains that management has become more of a valued and important element of youth work organisations. As a result of this recognition to increase the knowledge and skills of youth work managers within the public and voluntary organisations The Department for Education and Skills (DfES) created Transforming Youth Work Management programmes in all parts of England. Previously the main focus of managers was to facilitate and provide and facilitate youth work, now the need a better analysis of the complexity of the youth work environment during a time where there are major policy changes affecting the young people (Millar, 2010). Gharabaghi (2008b) explains that management within youth work is not only about service delivery for the young people. Managers also have the responsibility to provide a good organizational culture, human resources, finances, external relations, policy development and liaison with funders and sometimes customers. “Some of the core skills that are required to function effectively as a manager are decision-making, problem-solving, consensus building, analytical skills, risk management skills and, perhaps more so than anything else, the power (or art) of persuasion” (Gharabaghi, 2008b). This has led to managers providing more leadership styles of working within their organisations. 
There are many different views of leadership theories, approaches and models which describe the importance of different qualities and characteristics that distinguish between the leaders, and non-leaders within a youth work setting. Many leadership theories suggest that there is no specific structure of leadership that is the most used or is the most prevalent (Naylor, 1999). Bass & Bass (2009) state that many people believe that “leaders are not born, but made, who need to have the experience, dedication, knowledge, forbearance and most of all, the skill to interact and negotiate with workers or people in order to achieve goals”. Avolio et al. (2009) explains that “recent researchers have leaned away from the traditional trait or personality-based theories” towards situation theories. The situation theory directs the way that the leadership is employed within the setting and “the way leadership is employed is ascertained by the leadership traits, skills and qualities of the leader”. Gray et al. (2010) adds that to be an effective leader you should have an awareness of not only others, but also awareness of oneself. The ability to work with diverse colleagues successfully is increasingly important to understand how situations and your leadership is affecting others, this requires leaders to sense how others might be through an integral self-awareness (Gray et al., 2010). “In contrast to a manager that executes management role of planning, directing, organizing and controlling, a leader is someone that displays the traits of leadership such as ideas, values, vision, ability to influence others, and the readiness to make tough decisions” (Akpala, 1998). Armstrong (2012) adds that having the “ability to persuade others willingly to behave differently”, describing leadership as being “a process of influencing people, such as getting them to perform their best to achieve the desired result, such as hitting company targets or positive customer service and feedback. Turner & Hill (2011) agree with Armstrong (2012), explaining that leadership, in a care setting, is a “process of influencing people to accomplish goals, and it is generally accepted that standards help improve the quality of care through monitoring them”. Bass & Bass (2009) add that leadership should encompass all the things a leader must be able to affect positive achievement, but also have the welfare of the employees of the organisation in their forefront. As a result of this, “trust is a necessity when it comes to the position of leadership in any sector” (Bass & Bass, 2009).
The classical approach, or scientific theory, of management is structured with purpose to highlight how methods of working can help support productivity. Within this approach, “emphasis is placed upon the planning of work, the technical requirements of the organisation, principles of management and the assumption of rational and logical behaviour” (Cole & Kelly, 2011). This approach is the belief that “universal and general principles can be applied to every organisation”, suggesting that there are few differences between organisations which cannot be overcome by the application of general principles (Lawton & Rose, 1994). Harrison & Ord (2011) explain that many believe that the scientific theory doesn’t have much relevance within the youth work practice, but many managers still believe that there is a ‘one best way’ to of doing things within their work setting. This reflects the scientific theory notion of the requirement to routinely organise tasks and staff in-line with organisational principles and time intervals, to gain specific outcomes. They continue to explain that the original experiment to reflect this way of thinking was performed by Taylor at the turn of the twentieth century, becoming profound and far reaching, often known in management as ‘Taylorism’, and contained two basic assumptions; man’s incentive and purpose to work is the financial reward and that man is ‘rational when in pursuit of this goal (Harrison & Ord, 2011) (Grey et al., 2010). Taylor believed that labour could be divided into jobs, leading to a more efficient worker, specialisation in a specific area and more profitable organisation, all leading to a clear distinction between the management and the workforce (Lawton & Rose, 1994). Gharabaghi (2008b) states that the three components that take up the most of a manager’s time and energy within the child and youth environment are “recruitment, orientation, and performance management”. Many managers within youth work settings require youth workers to divide and record their productivity into time intervals, this is a way for managers to quantify the performance and outcomes. “Such ‘quantifiable’ measures of performance independent of the people, or their varying needs, are indicative of a classic or scientific approach” (Harrison & Ord, 2011). 
Grey et al. (2010) explains that the ‘simple’ scientific management view of man has been long discredited among theorists, although through observation, among many practicing managers it is still a widely held view. “The modern versions of Taylorism are expressed in terms of job design and work study” (Lawton & Rose, 1994). Within many public sector organisations, the scientific approach to management is seen through the concern of planning, organisation, command, and control, with an emphasis on formal authority (Lawton & Rose, 1994). This is a way of thinking about the organisation’s priorities, irrespective of the individual. Advantages of this approach are that accountability and responsibility can be clearly located, people and resources can be formally allocated, and indicates where decisions are being made within an organisation (Lawton & Rose, 1994). Many youth work settings apply the scientific theory to their practice as it allows for a higher degree of fairness and a sufficient organisation of tasks and work allocation. An example of the scientific approach is the increasing appearance of policies, procedures, and documents regarding guidance on different youth work practices and health and safety. These documents and procedures show the increased need and want for youth and social work practice to be regimented and within routine, which reflects the basis of the scientific or classical theory. An example of this is the Youth Work National Occupational Standards and the Code of Professional Conduct and Practice. These guidance documents display the requirements and ethical requirements of the youth work members and registrants which are in place to ensure practice is categorised and can be quantifiably measured and adhered to. Practice incompetence and failure to adhere can also be compared to the principles and ethics to measure the degree of wrongful doing, ensuring that the consistency and level of practice is upheld (EWC, 2023). This approach is seen by Lawton & Rose (1994) as leading to “procedural hassles, ‘red tape’, inflexibility and practice divorced from user need”. Nicholls (2002) highlights the political aspect and emphasis that the scientific theory holds. They explain that the “introduction of the ‘off-the-shelf’ Ofsted Framework for the Inspection of the Youth Service” has emphasised many aspects that are quantitative and non-educational while it “dismissed the idea of judging a service against the underlying resource base that would constitute an adequate or sufficient service in the circumstances”. Gharabaghi (2008b) agrees with Nicholls (2002), adding that child and youth care employment environments have “evolved into much more formalized and bureaucratic institutions and organizations, with reporting responsibilities and externally conducted audits and inspections”. “This has impacted on the nature of policies and procedures guiding the day-to-day work of child and youth workers, with new regulations and sometimes difficult to manage expectations in terms of boundaries, program design and behaviour management strategies” (Gharabaghi, 2008b). Harrison & Ord (2011) argue that the responsibility of the individual youth work practitioner to have choice of the practice they demonstrate within the youth work setting is being “undermined by such regimentation and routinisation, all of which originates from a classic or scientific theoretical position”. This is supported by Lawton & Rose (1994) who add that the organisation “may be too bound by rules and not allow individuals to exercise discretion within their work”. Further criticisms of the scientific management theory are that it may turn out to be difficult because individuals may not be able to see the whole picture within the organisation being compartmentalised with their individual responsibilities, the organisation may not easily respond to changing circumstances and can lead to a lack of motivation within the workforce (Lawton & Rose, 1994). 
Harrison and Ord (2011) argue that the Humanist Theory is more important in youth work management but is becoming increasingly less common within the current youth work managerial environment. The Humanist theory approach to management was “a response to the mechanistic approaches of the classic/scientific perspective” (Harrison & Ord, 2011). The theory emphasises that there is too much emphasis and focus on the ‘task’ involved, and not enough on the people who are involved in the tasks and process. The key priority for a manager implementing the humanist approach is the attention to the employee individual needs with an emphasis on motivation. “A manager in any field is only as good as the people doing the work, day in and day out” (Gharabaghi, 2008b). In the child and youth care practice, this can create big challenges staffing issues not only impact the goals and objectives set by the manager or the organization, but these issues also affect the well-being of children and youth, sometimes with serious long-term consequences (Gharabaghi, 2008b). This emphasis on a people/staff centred approach is seen in Maslow’s Hierarchy of needs where the motivation is that humans are always directed towards the satisfaction of some need, and these needs can be hierarchically arranged. Grey et al. (2010) explains that if the lower levels of a person’s hierarchy is not met it can act as motivators of behaviour which is not supportive of the organisation’s needs, so long as these needs are met the individual will then be motivated and can attempt to satisfy the needs higher up the next level of the hierarchy. Maslow (1943) argued that individuals have several physiological and psychological needs. Maslow’s (1943) hierarchy of needs from bottom to top respectively are psychological needs, need for safety, love, esteem, and self-actualisation. Grey et al. (2010) adds that “the hierarchy of needs should not be seen as fixed and rigid in all cases” as there are individual cases where the level of needs is different for one to another, and that the hierarchy is not always manifested within behaviour which has many other determinants. 
The systems theory was crated as an attempt to incorporate the ‘positive aspects’ of both the opposing classic/scientific theory and humanist theory, demanding a focus on both task and person (Harrison & Ord, 2011). The systems theory is seen as a more modern perspective of organisations, which are systems that interact with the environment within which they operate (Lawton & Rose, 1994). The theory allows theorists to view management in a multi-dimensional way, not just in terms of the task or the people. Harrison & Ord (2011) describe the system theory as it “attempts to explain hoe the people, the structure, technology and the environment react together to enable the organisation to achieve its objectives”. Ford et al. (2005) argue that the systems theory is the most prevailing perspective of management. They claim that “most organisations use an open systems model approach to understand and monitor their performance” (Ford et al., 2005). Organisations and managers manage their resources through the application of the systems theory by using a performance model or systems management model. In youth work the adoption of the systems theory and the emphasis of effective transformation of ‘inputs’ and ‘outputs’ has a prominent place within youth work management today (Harrison & Ord, 2011). The three E’s are Economy, Efficiency and Effectiveness (Ford et al., 2005). Economy - referring to the cost of the inputs used. This includes the staff, buildings, materials and equipment. When resources are finite, which is common within the youth work setting, minimising costs often becomes a priority (Tyler et al. 2009). Gharabaghi (2008b) explains that managers in a child and youth work environment “face a wide range of challenges for which there often are no easy answers” and are frequently balancing opportunities with known financial shortcomings. Efficiency – the relationship between inputs and outputs. Tyler et al. (2009) explains the efficiency as how much is being work is being produced and completed as a result of the interaction between the inputs and the young people through the youth work interventions, such as taking part in a youth exchange or project. Effectiveness – the produced results and longer-term outcomes that policy makers are seeking. An example of this the Youth Work Strategy for Wales created by the Welsh Government which “identifies a series of actions that will move us closer to our long-term goals” (Welsh Government, 2017). Some measurements of the effectiveness of a youth work setting or project includes young people who are safe, healthy, enjoy and achieve, and subsequently make a positive contribution to their communities and achieve economic wellbeing (Tyler et al., 2009). Tyler et al. (2009) incorporates the three E’s from Ford et al. (2005) to create their performance model; Inputs, Process of Transformation, Outputs and Outcomes. The Inputs are what goes into providing the service. Process of Transformation is the variety of services and methods used when interacting with people, such as the workforce and young people. Gharabaghi (2008b) adds that one of the processes of transformation within a child and youth work environment is performance management and emphasises that it is important not to miss any opportunities for engaging in it, such as creating opportunities for supervision. “It is quite critical to remember that this is indeed a process, and as such, it can take some time to have a substantial impact on the performance of a particular worker” (Gharabaghi, 2008b). They continue to explain that even though performance management is a process, there is an increased pressure placed upon managers and supervisors as it “requires the manager's full attention at all times, and one that has to be executed continuously and consistently if it is to have any integrity at all”. (Gharabaghi, 2008a). Outputs are the measure of the activity, such as the range of projects and the levels of achievement by those who took part in the activity. “The volume of the outputs divided by the cost of the inputs gives a measure of the efficiency of the activity” (Tyler et al., 2009). The outcomes are the impact or the results from the services on the young people who use them and engage with them. Examples of outcomes include the progression into employment or training, better mental health, improved interpersonal relationships and the reduction in youth offending. “The number and quality of the outcomes give a measure of the effectiveness of the organisation or service” (Tyler et al., 2009). A criticism of the systems theory includes that an emphasis on seeking resources to keep and sustain the youth work managers may be tempted to adapt their practice and working methods to achieve different results from those that your service or project was originally set up for and to support (Gray et al, 2010). If this emphasis contributes to a change in pattern, your work van become what is a ‘mission drift’, which can cause the work and mission to become “diluted or diverted” (Tyler et al, 2009). Harrison and Ord (2011) identify that even though the systems theory has developed management theories beyond the two notions of ‘task’ and ‘person’ and has tried to account for the complexity of the management practices, it is often negatively and simplistically linear. It focuses on efficiency and effectiveness, rather than trying to understand and articulate the complexities and differences of each organisation and their relationship with the environment it is in. 
In the absence of leadership and management an organisation can end up being a group of people who are unorganised and working without purpose. Whatever the various leadership and management style, “a virtuous and excellent leader motivates, stimulates, prompts, inspires and directs actions to aid in the achievement of group or organisational goals and objectives” (Naylor, 1999). “The classical/scientific management, the open systems perspectives and other positivist (scientific) perspectives all see organisations as objects and they set out to find the best ways to organise the work based on some key assumptions about the importance of, for example, stability, developing staff, or maximising output” (Lawton & Rose, 1994). “The contrasting interpretivist perspectives recognise that organisations are made of individuals and groups of people with all their complex emotions, interest groups, power and game playing and, in that sense, organisations are social constructs, constructed by those involved, rather than objects” (Lawton & Rose, 1994). Naylor (1999) states that for the output of leadership to be considered effective the leader should be influential and impressive, creative, inspiring, bold, flexible, intelligent and be ready to initiate the change that is needed within an organisation or sector. 



Appendix

	Supervision Contract
	

	
Practicalities
	· 30 min (min) to 1 hour per meeting (depending upon unit meeting needs and ratios)
· In-person during or after unit meetings 
· In Girlguiding unit meeting place
· Frequency - every week (4 sessions total)
· Reasonable interruptions - use a space where others cannot distract you (utilize quieter kitchen area). Make others aware of supervision taking place to minimize disruptions.
· Make each other aware if unable to attend, at least 1 day before the meeting. Will be rescheduled until week after.

	For example - timing, frequency, place, what are reasonable interruptions.
	

	
Boundaries
	External personal situations/extenuating circumstances may be discussed if affecting supervision and/or volunteering.
If relationships with others are discussed, personal defamation is not acceptable.
Any gossip/inappropriate discussion will be politely asked to stop.
Discussion to remain confidential unless there is a safeguarding/practice concern that must be shared.  Concerns will be raised with the supervisee and the Unit Leader, as necessary.

	What can be discussed, what cannot, confidentiality, how gossip will be dealt with.
	

	
Working together
	Sharing information and knowledge is beneficial to supervision and future leadership skills.
Supervisee/supervisor hope to develop practice, understanding, and positive outcomes for young people through supervision.


	Sharing expectations, what the focus of the relationship will be, hopes and fears, the ethos of the supervision. 
	

	
Session Format
	Time during meetings to be spent on:

· Engaging with agenda points.
· Supervisee to bring discussion points to supervision meetings.
· Discuss positives and areas for development from supervisee experiences in their leadership journey.

	What will each session be like?  Will all the time be spent on one incident; are supervisees expected to bring written recordings or verbatim accounts?
	

	
Organisational & Professional context
	Supervisee/supervisor will positively engage with supervision meetings and create an action plan for each meeting to move forward into the following week.
Supervisor will be responsible for determining the supervisee’s fitness to practice within the youth work setting and will review their own competency within practice.
Supervisor will inform and redirect supervisee if discussions breach ethical/professional boundaries, with reference to relevant professional guidelines (Girlguiding safeguarding policy ‘A Safe Space’) and support to reflect upon/learn from any emerging issues – will be raised with unit leader and reported to safeguarding team within 24 hours. https://www.girlguiding.org.uk/information-for-volunteers/policies/safeguarding-policy/safeguarding-procedure/ 


	Expectations, fitness to practice, responsibilities on supervisor and supervisee, professional and ethical boundary discussions. 
	

	Signed (supervisor)
Signed (supervisee)
Date: 15/11/23

	B Thomas
K Cook


	SUPERVISION RECORDING 1

	DATE: 8 November 2023

	PEOPLE PRESENT: BT, KC

	DURATION OF THE MEETING: 1 hour

	AGENDA/ DISCUSSION POINTS

	1. Supervision/Expectations
2. Supervision Contract
3. KC completing Young Leadership 
4. KC discussion points
4. AOB/Next Meeting

	NOTES / ACTION OF EACH ITEM

	- Went through supervision expectations, what is included in the contract
- BT explained supervision importance and link to degree module
- KC completing young leadership qualification
- Looked through YLQ evidence and what to work on next – planning activity for young people, points on filling in health and safety section
- Discussed safeguarding procedures within the organization (as per supervision contract)
- BT drawing on previous learning and experience in completing Leadership Qualification and Youth Work theory to support KC in their leadership skills and knowledge development. 
- Positive discussion regarding options for learning and leadership development
- Supervision Contract points agreed, electronically signed
- KC to complete more of YLQ 
- Next meeting date – 22 Nov 23

	PROBLEMS ENCOUNTERED 

	- Limited time before assignment deadline to complete supervision needed 

	PERSONAL REFLECTION

	Anxious at the beginning of supervision session to ensure everything was said and appropriately and professionally put in place.
Positive experience for first supervision with KC, left feeling encouraged about my supervision ability, and focused for supporting KC through the supervision process.

	DATE OF NEXT MEETING:  22 Nov 23

	SUPERVISEE: K Cook

	SUPERVISOR: B Thomas



	[bookmark: _Hlk154586173]SUPERVISION RECORDING 2

	DATE: 22 November 2023

	PEOPLE PRESENT: BT, KC

	DURATION OF THE MEETING:  1 hour

	AGENDA/ DISCUSSION POINTS

	1. YLQ points & reflection
2. KC discussion points – engaging with young people
3. AOB/Next Meeting

	NOTES / ACTION OF EACH ITEM / REFLECTION

	- Engaged with YLQ evidence
- KC encountered a struggle with engaging with those who have additional learning needs
- BT used previous support worker experience to support KC with ways of engagement. KC reflected upon her experience and new ways of interaction/support. 
- Went through young person specific support & engagement plan to discuss ways of supporting the young person

- KC to complete more of YLQ & use new ways of engaging with those with additional needs in the unit. Discussed what helps those engage, tone of voice and body language. Such as support with writing activities, clearer explanation, and use of language
- Next time – reflect upon new approach to interacting with young people
- Next meeting date – 29 Nov 23

	PROBLEMS ENCOUNTERED 

	- Interactions with young people can sometimes be challenging 

	PERSONAL REFLECTION

	I asked about KC feelings within the challenging situation, they responded with how they felt and why they felt that way in the situation.
I did come away from the supervision thinking about the other things I could’ve asked, but made a note of what could be added next time I am in a situation similar

	DATE OF NEXT MEETING:  22 Nov 23

	SUPERVISEE: K Cook

	SUPERVISOR: B Thomas



	SUPERVISION RECORDING 3

	DATE: 29 November 2023

	PEOPLE PRESENT: BT, KC

	DURATION OF THE MEETING:  50 mins

	AGENDA/ DISCUSSION POINTS

	1. Reflect on previous supervision points & development 
2. KC discussion points – support with planning for delivery of activity
3. AOB/Next Meeting

	NOTES / ACTION OF EACH ITEM / REFLECTION

	- Engaged with YLQ evidence
- KC reflected on new ways of engaging with the ALN young person, and how they can make them feel more a part of the group. 
- KC felt more confident when interacting with young people with ALN and how they can support them
- BT supported KC with planning of activity to deliver in unit meeting. 
- Next meeting date – 6 Dec 23
- Next time – reflect upon unit meeting activity

	PROBLEMS ENCOUNTERED 

	- Interactions with young people can sometimes be challenging 

	PERSONAL REFLECTION

	I feel more confident when asking questions and listening to responses, this helps me to reflect on how I am feeling and my practice and listen to how the supervisee is within their practice 

	DATE OF NEXT MEETING:  22 Nov 23

	SUPERVISEE: K Cook

	SUPERVISOR: B Thomas



	SUPERVISION RECORDING 4

	DATE: 6 December 2023

	PEOPLE PRESENT: BT, KC

	DURATION OF THE MEETING:  1 hour

	AGENDA/ DISCUSSION POINTS

	1. Reflection on the supervisions 
2. KC discussion points – engaging with young people, YLQ

	NOTES / ACTION OF EACH ITEM / REFLECTION

	- Discussed the benefits of supervision for both supervisee and supervisor
- KC reflected upon how the supervision sessions supported them to discuss their learning and development in leadership and working with young people
- Both found supervisions beneficial and was a positive way to develop our communication and relationship going forward
- KC discussed their session activity outcomes, positives, and areas for development and next time delivering a unit meeting activity – filled out YLQ evidence/reflection of activity

	PERSONAL REFLECTION 

	Positive experience of supervision, allowed me to reflect upon my practice and develop my supervision skills – would have been better if had more time to complete the supervisions, allowing for a larger gap between sessions to discuss more within the supervisions

	DATE OF NEXT MEETING: n/a

	SIGNED: 

	SUPERVISEE: K Cook

	SUPERVISOR: B Thomas
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