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Supervision and Management Portfolio.

Introduction. 
This is a two-part Supervision and Management portfolio. Part one will be examining what supervision is, what it means, and the power that having effective supervision can have on the overall practice of the supervisor, the supervisee, and the effect this can have on young people and the organisation. It will unpack the policies and theories behind supervision, and how these should be followed to become effective. There will be an understanding of the range of challenges that might be faced when trying to access or provide supervision. Kolb’s (1984) Experiential Learning Cycle will be used. This is in four parts consisting of Concrete Experience: What happened, Reflective Observation, Abstract Conceptualisation: Learning for the experience, and Active Experimentation: Practicing what has been learned, (Simply Psychology, 2023). This portfolio will also explore the three functions of supervision these are Educational, Administrative, and Supportive, (Infed, 2013), while looking at the supervisory skills needed to provide successful supervision, for example, practicing active listening, being punctual and organised, and with good, clear verbal communication. 
Tyler, Hoggarth, and Merton, (2009, p. 48) states that “supervision of staff is one of the most important roles of a manager”, and Part 2 of this portfolio will explore the role of the manager in more detail.  It will critically discuss how the approach of leadership and management can have a significant effect on Youth Work practice, the differences between the two, whilst linking these findings to theory.  The Critical Review will also take into account the current issues that services for young people are confronted with.
Part 1
Practice Log 1.  
This log will set out the establishment of the supervisory relationship and how this developed throughout the supervisions. SSSC (2006, p. 16) defines supervision as “Supervision is a process which aims to support, assure and develop the knowledge, skills and values of the person being supervised.” This is a two-way process of a form of mentoring or coaching, which promotes good practice (Ibid). 
We need supervision as it is a means of offloading and unpacking things and sharing experiences, supervisions support the supervisee to understand why they reacted in the way they did, and it is a way of monitoring the work. Although supervisions are helpful for the supervisee, this also benefits the supervisor, the supervisor learns and develops form listening and understanding from experiences of others. This in turn sets out an understanding of the effect these may have on the practice, and makes a positive change when improvement is necessary (Tyler, Hoggarth, and Merton, 2009).
I have been an active supervisee many times, however never a supervisor, this is new to me and daunting. I thought it to be important to find out some information about supervision and the differences in the roles and the Ethics behind them, to make these sessions more productive, how I can be the best supervisor, and how we can get the most out of these supervisions. There are many qualities that are needed to become an effective supervisor. CLD (2019 p. 6) Values of youth work notes that, youth work professionals need to “develop, lead and manage self and others.” To support others, I need to be able to help myself effectively, having good time management skills, use of good clear communication skills and being open to my own learning throughout these sessions. To be able to work with others effectively I need to build a meaningful mutual relationship with my supervisee, to ensure we have trust and respect for our learning. Carl Rogers' person-centered approach, notes the importance of establishing a relationship based on respect, with no judgement, and with an empathetic understanding of the supervisee's thoughts, while facilitating on the supervisee's personal growth and development (Rogers, 2020: Sanders, 2007).

[bookmark: _Int_WP58jWII]During my research I read a chapter by Egan (2014) this notes the impotence of nonverbal communication, by failing to recognise nonverbal messages to and from others could limit its effectiveness. Egan (2014) developed a framework set out as the acronym SOLER, this is to sit Squarely, use on Open posture, Lean towards, use Eye contact, Relaxed behaviour. I used these as a guide to what felt right at the time, for instance we chose an area that had a table so we were able to have somewhere to put a drink, we naturally sat either side so we were facing each other, however this then put a barrier between us, I thought about sitting next to the supervisee however I felt this might make them feel uncomfortable being so close and at an awkward angle, therefore this worked for us. During the following supervisions I sat first allowing the supervisee the option, however they seem comfortable in sitting where they did previous, and I was happy with this. 
The supervision planned recordings followed a supervision agenda plan by Spain (2013), these covered seven agenda items of what to cover during these sessions. Share news, set the agenda, review ongoing work, focus on issues, plan, confirm next meeting, and agree record. (Sapin, 2013). This was then looked through and discussed within our first meeting and the subject matters were then agreed upon. Kadushin and Harkness, (2002, p. 186) Note that “The supervisee should be encouraged to participate in planning the agenda for the supervision sessions” This establishes the supervisee’s active contribution within the learning process and guarantees that the supervisions are of primary interest of the supervisee. The supervisee would be actively involved, therefore the supervisees’ objective to learn may be heightened and the learning process more productive. It was then agreed to follow these throughout the four supervisions to keep on track of what was discussed and prevented any off-topic subjects being discussed (Sapin, 2013). Within the first supervision there was a mutual agreement on the drawing up of a contract, this set out to how the supervisions would be carried out, for example, the supervisions would set out the boundaries of full confidentiality followed during the sessions, this would not only protect both parties from gossip, however, it builds on a relationship of trust between the two. I understood that there needs to be a form of professionalism and formality, however these supervisions needed to be in a relaxed environment with an acceptance and the ability for any issues or problems to be solved. (Richardson and Wolfe, 2006).
Kadushin and Harkness (2002) note that “In implementing this responsibility, the supervisor performs administrative, educational, and supportive functions in interaction with the supervisee in the context of a positive relationship.” Throughout these supervisions I felt that by using all that I had learnt and now having the experience of supervising had a positive impact our relationship, we were both physically more relaxed and less apprehensive about openly discussing any issues and successes and showing an interest in them. Although these were of a formal session they were enjoyed on both parts as my supervisee expressed this to me. I this is due to the research, preparation, the honesty, and building on trust that was brought into the sessions. Had these continued so would the building on the effectiveness of the supervisions and the dual learning processes that had begun (Richardson and Wolfe, 2006).

Practice Log 2. 
This log will explore the three functions of supervision, Educational, Administrative, and Supportive, Kadushin and Harkness, (2002) and how they were used within the supervision process. First, I will define each function. (Ibid) describes how the Educational Function is the development of the supervisee, the taking responsibility for their own development. Reflecting on practice, development, knowledge, and attitude skills. Learning and developing their skills from experiences within the practice.  Kadushin and Harkness (2002, p.13) state that “The component of supervision that overall has received the greatest emphasis in the literature is educational Supervision.” Kadushin and Harkness (2002) note that the Administrative Function explores the appropriate use of policies and procedures, for example, making sure that the values and Codes of Ethics are in place and are being used, and following the assessments of the supervisee. Kadushin and Harkness (2002, p. 133) explains that “Administrative supervision is concerned with structuring the work environment and providing the resources that enable workers to perform their jobs effectively.” The Supportive Function, according to Kadushin and Harkness (2002) ensures that the supervisee is supported within their practice and learning and provided with a safe space to share and express any concerns, and that they are listened to and addressed, and working with these troubles and support with overcoming barriers. Kadushin and Harkness (2002, p. 20) note that the supportive function is where “The supervisor has the responsibility of sustaining worker morale” and provides the workers with the support that they need (Ibid). The reflections that were given by the supervisee and how they reflect on the three functions of supervision.
The supervisee said that they were having issues with their mentor, the young people were asking to do more baking, as they rarely do this activity, however enjoy. Supervisee requested this to their mentor and was told no, the young people do what we say, not what they ask. The supervisee was conflicted between what they know is right, the programme being young person lead and what his senior was telling them. I reassured them that they are right, that sometimes there are barriers, for instance, funding or lack of/broken equipment, however, to say no without a valid reason was not good practice and goes against the values and principles of youth work. My response reflected the supportive function of supervision (Kadushin and Harkness, 2002). We then discussed organising a meeting with the mentor to discuss the concerns, and if possible, a third person to discuss why? Was there a reason for his answer? As I had these available, we looked at the Youth Work in Wales: Principles and Purposes and The National Youth Work Strategy for Wales that set out that Youth Work is committed in encouraging young people to participate and be involved in the responsibility and decision making in the learning opportunities which affect them and their lives. (Youth Work in Wales Review Group, 2022: Welsh Government, 2018). I then discussed looking into further theory behind why we follow this. My response reflected the educative function of supervision (Kadushin and Harkness, 2002).
The supervisee said how they were working with a group of young people that made an offensive remark regarding a sexual preference and were asking personal questions regarding the sexual preference of the supervisee, the supervisee said that they chose not to acknowledge the question as they felt they could have been targeted for this. I asked how they felt about this, and had they witnessed the young people targeting sexuality previously, I suggested with the age of the young people they may not have understood that the language used was offensive. My response reflected the supportive function of supervision (Kadushin and Harkness, 2002). We then discussed how this situation could have been used as an educational session regarding appropriate terminology, language, and sexualities. My response reflected the educational function of supervision (Ibid), where the supervisee realised that there was a need to educate these young people on the appropriate use of language and how same may find them offensive when they may not mean to. I asked the supervisee to look at the codes of ethics and use this in their session, this shows the supervisee information on not giving out personal information to young people, and the young people do not need to know his sexual preference, also to present to the young people any anti discriminatory and diverse policies, and codes of conducts for the young people, the placement may have in place. If not, in the session make one with the young people.  My response reflected the administrative function of supervision (Ibid).
The Supervisee said that they followed up on the discussions from the previous supervision, of using offensive language as an educational tool and they researched and organised a session around the issues raised. I asked how they felt it went and what kind of reaction was received from the young people. I reinforced the positive outcome from the session and the decision they made to follow on with the activity even though they had their doubts about the reaction from the young people. My response reflected the supportive function of supervision (Kadushin and Harkness, 2002). Discussions were led by the supervisee regarding organising more targeted sessions on areas that they felt would benefit from this, we discussed an area the supervisee had already identified, I encouraged the reading up on these areas and researching methods in which others had done this. My response was the educative function of supervision (Ibid).

Practice Log 3. 
This log will explore and analyse my role of leading the supervisions, and my overall reflection of the supervisions. This will follow Kolb’s (1984) reflection model, this model contains four parts of Concrete Experience- The factual story of what happened, Reflective Observation- The feelings that were had and how the themes were relatable, Abstract Conceptualisation- The thinking and learning from the experience, and Active Experimentation- Using what was learned by doing. (Simply Psychology, 2023).
Concrete Experience. I have been asked to supervise a student in a youth work setting. Having not supervised before, I researched on what supervisions are and what they should involve. I made initial contact with the supervisee to organise the first meeting and ensure the supervisee was aware of their responsibility, to bring a reflective account they wish to discuss, as well as a brief description of what the first meeting will entail following a model of supervision agenda by Sapin (2013). The first meeting we mutually agreed on a contract of supervision and discussed a reflective account that was delivered. At the end of each session a date was confirmed for the next meeting. We mutually choose a comfortable space to have these meetings, which was the same every time. Each session that followed the supervisee would bring a reflection with them and I also brought, relevant policies and reading material to prompt the supervisee if needed or in case we needed to refer to practice. We would start off with how the supervisee was feeling about their role and experiences, discussions on these and any issues, followed by strategies and method of moving forward and developing their practices.
Reflective Observation of the New Experience. Having never been a supervisor before, I was extremely nervous and anxious that I was to have ‘all the answers’ to any questions or issues the supervisee may present. Although I had researched about supervision, I am more of a putting theory into practice learner, however without experiencing this first hand I chose to follow the knowledge that I had obtained from my research and my own experiences of being a supervisee. Some of the issues that were brought to me from the reflections, I had not had own experiences from, which was daunting, however I had some resources to hand that we looked through together and used as a guide to influence our dual learning. I found this helpful, as we both took on the task together to learn about and discuss these situations, to which I gained an unfamiliar perspective on. This made me feel better and a little empowered for being able to help and support another. On reflection of the supervisions, they went well, I supported, and sign posted the supervisee to the best of my knowledge, and I feel that my actions of communication, and presentation within the supervisions were effective. Although I followed the guidance from the SOLAR framework by Egan (2014) of sitting Squarely, Using an Open posture, lean towards another, Using appropriate Eye contact, and Relaxed behaviour (Egan, 2014). However, we sat at a table, with this in between us, my understanding to this was that it did not hinder the effectiveness on the supervision, however improved it, we used the table as a tool as we had a drink, and as a stable for the reading material used.
Abstract Conceptualisation- I researched what supervision was first, I looked at chapters from Egan (2014), Sapin (2013), Kadushin and Harkness (2002), Rogers (2020), and Sanders (2007), therefore I was going into the supervisions with theoretical knowledge of what to expect to gain and what was expected from me during these supervision sessions. I also thought back to my own experiences with supervisions and what went well and not so well in those.
I made use of an agenda plan from a chapter in Sapin (2013), I also found useful chapters in Egan (2014) SOLAR model, and Carl Rogers’ person centred approach in Rogers (2020) and Sanders (2007), and also Youth Work in Wales: Principles and Purposes (Youth Work in Wales Review Group, 2022) and The National Youth Work Strategy for Wales (Welsh Government, 2018) to which we used during our session. Reflecting on how I applied these during the supervision sessions, this had a positive impact on my preparation and delivery. I now feel positive and reassured in facilitating and implementing future supervisions and that should I encounter more issues that I have not experienced. I am optimistic that I will be able to either locate theories, policies, or signpost to supportive material.
Active Experimentation- I now recognise the importance of building a relationship, researching, and being prepared for any issues or barriers that may arise, and the effectiveness of this. I will also continue to educate myself on possible interventions and use my reflections as a learning tool for my future practice , should any of the issues raised come to my attention during my own practice, I will now be more prepared to deal with them in the right manner, while following the appropriate policies, procedures and codes of practices.


Part 2.
Critical Review. 
This part is going to set out the differences and similarities between leadership and management, and what they both mean. It will critically review how the differences in the two approaches of managers and leaders can affect the practice outcomes and how both roles can complement each other. The review will also investigate any issues or barriers to these and link them to the theories behind my findings. 
According to Ford et al (2005, p.76) the manager is a focused job role “achieving the organisation's purpose through and with other people.” The manager has a bigger line of responsibility to the leader, managers cover the whole of the provision, the finances, staffing, policies, setting goals, as well as the planning and organising, whereas the leader would motivate, influence, and guide the staff to fulfil their duties that are needed. The leader can help a manager carry out their roles by using their different skills, to complement each other’s strengths and weaknesses (Ford et al 2005). According to Ford et al (2005) effective Management is when the goal or target is reached with the best possible use of resources, time, and expenses. Effective Leadership is the use of a combination of skills, including knowing how to read situations and have effective communication skills. (Ibid). 
 
 There are many differences between these roles, Leaders develop the visions and strategies, assigns, and communicates staff roles, they motivate the staff to overcome barriers, and they produce change, they have innovative ideas and developments. They often follow one of the leadership styles: Consultative, where the balance is equal between the leader and employees, the leaders actively participate in the decisions made. Authoritarian, where the leader takes full control, they made the decisions and tells the employees what is expected from them with direct instructions. Enabling, where the leader gives the control of decisions to the employees and does not participate in the decision making (Richardson and Wolfe, 2006). Whereas managers work on the planning, budgeting, and allocates the resources, they organise the staff and recruitment, and develop the policies and procedures, managers controls, monitors, and solves problems areas, and key results expected by other hierarchies. (Kotter, 1990). Managers make use of McKinsey’s Seven S’s framework to improve or make changes to the organisation. These are Systems, Strategy, Structure, the harder aspects, and Staff, Skills, Styles are the softer, however more resistant to change, while the set of shared values is affected by all changes (Waterman et al, 1980). The seven elements need to be balanced and support each other to perform well. If the team is not working the chances are that there are inconsistencies in one or more of the Seven S’s (Sapin, 2013).
There are also similarities between the two, according to HRDQ (2023) “Both leaders and managers must simultaneously maintain a level of humility while also understanding their importance in the organization's success.” Both managers and leaders have a shared goal of the organisation, Ford, et al (2005) note the use of the acronym SMART objectives, “Specific, Measurable, Achievable, Relevant to the purpose of the organisation, and have a Timetable for achievement.” Both must analyse the provisions current strengths and weaknesses, though the acronym SWOT, Strengths, Weaknesses, Opportunities, and Threats, this provides a way of getting to know the provision, and understanding where more support may be needed (Sapin, 2013). They both need to communicate honestly and have a mutual trust with their employees, the leader needs this to motivate and inspire, and to be loyal to their staff, to build confidence and be reliant upon, whereas the manager needs to ensure the employees stay loyal to their tasks. Both leaders and managers need emotional intelligence, to be able to manage their own emotions, stress management, and to notice queues from the employees, for instance, are they getting burned out, or are they looking for more responsibility? (HRDQ, 2023). 
The writers experiences and observations of the managers and leaders roles within their own working environment reflects that the manager is rarely seen, only at events or if there has been a significant issue within the provision, whereas the leader is always around, on the floor they are the first point of call if anything is needed, when issues arise, or if staff need support, however they both work alongside the youth work principles and purposes and share the mutual goal of the organisation. Jeffs and Smith (2010) mentions that management means power, however youth work has values in place regarding social justice and anti-oppression. Then asks, is having management going against all youth work stands for? And could this be seen as a barrier? The writer disagrees, it is needed to run as it should, hierarchies are needed to oversee the running and organisation of the provision, without these the provisions would not run efficiently. 
Other barriers and challenges to youth work provisions that are faced are limited financials, budget cuts, Lack of time, resources, and support (Jeffs and Smith (2010), this is supported by Youth Work News (2018). This makes it difficult to provide effective and quality provisions that support young people. The provisions need to gain other forms of funding opportunities, such as grants and fundraisers within the communities. Often these same communities have their own financial struggles, such as crime, poverty, and inaccessible education and health care (Ibid). issues of having to be a more planned environment than before due to having to produce annual plans or curriculum based on objectives of the areas that need more development which in turn then sets out priorities for projects or the organisation rather than being, fully young person lead provisions. (Ibid). 
 
In conclusion, managers have similar goals for their provisions and purposes to provide the best service possible, however their methods and styles vary, managers deal with the behind the scene, on issues often not seen by others, the budgeting, staffing, and the building on policies and procedures, whereas the leaders, deal hands on with the employees, supporting them to fulfil their roles and responsibilities. Current issues arising with budgeting and resources fuel the need for collaborative work and the need to complement each other’s roles, to provide a successful provision.

Conclusion 
This Portfolio has unpacked the need for and importance of supervision, the effect of preparation, and having regular supervisions has on the relationship between, supervisor, supervisee, and the running of the provision. The frameworks that could be followed within taking part in supervision, such as the SOLAR framework by Egan (2014). A breakdown of the three functions of supervision, Educational, Administrative, and Supportive, Kadushin and Harkness, (2002) and how these were used during the supervision process. The importance and effectiveness of having a praxis approach to reflection and the breakdown of Kolb’s (1984) reflective model (Simply Psychology, 2023). It also included the similarities and differences between managers and leaders within a youth work provision, their approaches and issues that are faced with delivering efficient provisions to young people, and how they can be overcome.
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