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Part one of this assignment, requires you to successfully lead and manage individuals through the supervisory process, including engaging in 6 supervision sessions. The Supervision and management Portfolio will include the following:

1. The establishment of the supervisory relationship, to include creating the supervision contract;
2. The importance of creating an appropriate supervision environment, and a consideration of how the relationship has developed across the sessions;
3. Your identification and understanding of the functions of supervision
4. Critically review and reflect upon your knowledge of the functions of supervision, and how these have  been applied in practice;
5. Critically analyse your role in supervising others during the supervision sessions that you have led upon ( x 2)

























Practice Log 1: The establishment of the supervisory relationship, to include creating the supervision contract (750 Words)

My initial feelings when partnering up to complete the supervision task, was one of nervousness and anxiety. K.Sapin (2009. P221) “A planned approach to supervision requires attention to the periods before, during and after” and the fact that we had been forced to work remotely so far, meant there had been no consideration to the “before”. Working online hasn’t left much time for being able to form any kind of relationship with any of the other students on the course and, as a result, created an element of not knowing the people in the group which in turn created anxiety towards grouping up appropriately. 

Once partnered up, we began by establishing a working relationship, in which we could being to get to know each other, each other’s strengths and experience and therefore build the necessary trust to be able to open up and support one another. Skills Development Scotland’s (SDS, 2019) National Occupational Standards (NOS) require us to “establish working relationships with colleagues, partners, and stakeholders. During the relationship establishment conversations, it became clear that my partner and I had a lot of things in common as we both work with the education sector, supporting vulnerable and disadvantaged young people. This shared experience, enabled us to build a working relationship more quickly than originally expected. I felt very relieved once I realised that my partner and I had a shared experience of working in education in Wales and was really looking forward to working together on this supervision task.

My partner and I began by discussing and agreeing on the type of characteristics which we would find beneficial for a supervisor to hold. These included; being approachable, a good listener, honest and fair, constructive, experienced and organised. Other qualities of a good supervisor include “Empathy, warmth and the ability to see the same situation from a variety of angles” Carifio and Hess, 1989:27. These key skills, we felt, would allow for a productive and constructive supervision session, where the supervisee felt heard and understood as well as supported and where both the supervisor and supervisee had the same goal. We also discussed the importance for accountability in the supervision meetings and this lead us to the further discussion and beginnings of the development of our supervision contract. 
The first step in the development of our supervision contract, was to establish a meaning of supervision within the organisation, to prevent any miss understandings and to make sure that everyone was on an equal starting ground. We discussed that this would be particularly important to those people who are new to working within youth work and social education, and who have never previously worked with vulnerable or disadvantaged young people. To be able to establish an even starting place is to provide everyone with the same and fair opportunity, and this is something that we as a partnership, deemed to be the very highest priority. In the establishment of a supervisory relationship, there should be no imbalance of power. The supervisor should understand that they have certain roles and responsibilities, the supervisee should also understand that they have other roles and responsibilities and be accepting of this. However, it is vitally important, in order for a supervision relationship to be productive, that neither party have a feeling of an unequal balance of power. It is natural however, that the supervisor may have more experience and knowledge as would be expected for someone in this area of management, however it would be critical that the supervisor did not use this to make the supervisee feel inadequate or stressed. The Journal of Youth Development, bridging research and practice scholar paper defines supervision as the following “The role of a youth work supervisor is critical in supporting frontline staff to develop and strengthen their skills to provide high-quality programs for youth.” “Key elements of strong youth work supervision include building trust with staff, embedding reflection into supervisory practice, and seeking continued support to improve supervisory practice” Jocelyn Wiedow, 2017.

My partner and I then began to create our supervision contract, a copy of which has been included in the appendices with this reflective journal. It was important that our supervision contract would outline the frequency of meetings, the roles and responsibilities of both the supervisee and supervisor and that it would hold either party accountable for actions discussed in the supervision sessions. I feel that my partner and I worked well to create this. We shared our ideas and created a document which we were both happy with and felt would help to organise and order meetings moving forward. We did however, find it very interesting that neither of the services we work for currently, not including work placements for the course requirements, had supervision contracts which we could use as research documents. This did though, enlighten us into how we could work to move forward and better the youth work services in which we both currently work. 
 




Practice Log 2: The importance of creating an appropriate supervision environment, and a consideration of how the relationship has developed across the sessions (750 Words);

The second supervision session with my partner, was now much less intimidating and I felt much less apprehensive or anxious about meeting. We continued to work online due to the ongoing limitations due to the Covid-19 lockdown in Wales. However, whereas this had been a barrier to building a relationship at first, it now proved not to be a barrier at all and we both looked forward to our organised meeting time. 
In the previous session, we had agreed to discuss in this meeting, the environment needed for a supervision meeting to be successful and to make both parties feel the most comfortable. As a pair we discussed that the following qualities we felt would create a positive environment for supervisions.
Supervision meetings should be held on a mutual ground, somewhere where both parties feel comfortable and relaxed enough to be able to engage constructively with the aims and objectives. 
Supervision meeting rooms should be airy, light and bright. Small confined spaces make people feel uncomfortable and they are less likely to engage fully and more likely to want the meeting over rather than wanting it to be productive. 
Supervisor and supervisee should be uninterrupted. If possible, the meeting room should be away from noisy areas and phones and work emails should be on silent or do not disturb mode. Distractions such as work phones and emails can impact on both the productivity of the meeting and impact on how comfortable the supervisee or supervisor feel. In order for the supervision to be successful and reflective, it is critical that the supervisor and supervisee have a safe space and amount of time when they know they can offload without the worry of distractions or being called away. 
Supervision meeting rooms should find a balance of power. Wherever possible, the supervisor should not be sat behind a desk as this can create a feeling of power and can seem intimidating for supervisee’s, especially if the supervisee is new to the service. Likewise, the supervisee should not be sat in a position which indicates an imbalance of power. 
Supervision meetings should be held in a room or area where both parties feel comfortable or have agreed to. It wouldn’t be fair to presume that the supervisee is happy to sit in the supervisor’s office and likewise wouldn’t be fair to presume the supervisor would be happy to complete supervision in a communal area. During the creation or agreement to the supervision contract, it would be important for the room to be agreed on by both parties. 
We both agreed that the combination of these notes would create a comfortable, appropriate, professional and safe space to engage in a supervision meeting.  We also discussed that it would not just be the room which helped in making the supervision successful. It would be important that the supervisor and supervisee both understood their roles and responsibilities within the meeting and that the boundaries were established. For example, it wouldn’t be appropriate for the supervisee to start speaking openly about their personal life during a supervision which was focusing on reflection and progression in a professional setting. The development of the supervision contract helps to establish this and then makes the person accountable should these boundaries be crossed. 

Agreeing an agenda and knowing the aim of the session prior to the start of the meeting, will allow for the supervisor and supervisee to be best prepared and ready for the meeting. There is then no chance that anyone is caught off guard should potentially difficult areas of reflection come up in the agenda. Both parties should also be able to add to the agenda. In order to work towards best preventing burn out, kippering and stress, both the supervisee and supervisor should be involved in the creation of the agenda for the meeting. Hawthorn, (1975, 179) says “it requires effort and experience to integrate these into a comfortable and effective identity”.

After our first supervision meeting last week, where we focused on building the working relationship, I already feel much more comfortable in opening up with my partner. It helps that she shows active listening skills, asks questions and shows empathy towards me. This means that we now feel comfortable to reach out if we need something. We have swapped work phone numbers so that we can communicate about our project work between meetings should we feel the need to. We have however, set boundaries that both my partner and I have agreed to and this is included in our supervision contract. 










Practice Log 3: Your identification and understanding of the functions of supervision (750 Words)

Kadushin (1992) identifies supervision into 3 different functions “educative, administrative, and supportive”. Educative supervision, the function is to develop the necessary skills required to do your job, including an appropriate and consistent attitude whilst still developing knowledge of the role and organisation. A reflective practice approach, such as the Gibbs model of reflection, can be used in an educative supervision, where supervisees are given the time, space and opportunity to reflect on the work they have done, what they would like to develop moving forward and where a supervisor can provide support as well as critical challenge to push the supervisee to develop further. This approach to supervision would be particularly useless and appropriate for new staff who have little or no prior experience to youth work. 
Administrative supervision, according to Kadushin (1992), focuses on the standards of work, ensuring that a job is done well whilst remaining efficient and well run. It relies on the maintenance of high standards and supervisors coordinating practice with policies. Whereas the educative approach focuses more on the learning and development of staff within an environment, the administrative approach to supervision prioritises a job done well in line with in house policies and regulations. It is a much less person focused approach in my opinion. 
Kadushin outlines the third function of supervision to be supportive; an approach which is focused on the well-being, job satisfaction and the supervisee’s attitude towards the role, and ultimately the aim in this form of supervision is to improve all areas of concern for the supervisee. This form of supervision would be most appropriate in an area of youth work which can be highly stressful, for example working with the most vulnerable young people in a community, where the supervisee would benefit from some time and space to offload with a supervisor who is warm, empathetic and who can support them in looking for ways to move forward and improve their well-being with the aim of preventing burn out and minimising stress. 

Proctor 1987, gives three similar but different main functions of supervision. Whereas Kadushin would say administrative, Proctor would outline this approach as Normative. An approach to supervision in which there is a clear working agreement, which can be seen in the development of the supervision contract. The normative approach also goes on to describe a space in which the supervisee feels safe to discuss all aspects of their work without the fear of judgement but where they will receive honest and constructive feedback. Normative supervision would enable the supervisee to feel safe enough to challenge harmful or unsafe practice, which they feel needs further looking into be senior staff and where the supervisee could raise any concerns they had in regards to any unethical practice. Normative supervision may also involve the assessment of the supervisee’s skills, knowledge and attitude.
Restorative supervision could be compared or likened to supportive theory; a supervision approach in which the aim is to ensure that the supervisee is well rested and reenergised appropriately to be able to continue to fulfil their responsibilities to a high standard despite potentially stressful situations. 
Finally, Proctor describes the third function of supervision as formative, “the development of the supervisee”. This function of supervision focuses on the professional development of the supervisee, ensuring that staff are highly skilled and equipped to deal with the responsibilities included in their role. 

Although these three functions of supervision can be compared and look to be similar in many way, it may be the case that at times, these approaches to supervision clash and may not be appropriate. In order to ensure that the most efficient and effective supervision function is used, the development of the working relationship is critical. What works for one supervisee, may not work for another. And likewise, what works for one supervisor may not work for another.
It is often the case in youth and social work, that it is important to find a balance between all three functions. It is important not to lose a pupil/young person focused approach. Supervision should not just become a box ticking exercise, ultimately it should aim to better the young person, and support the member of staff to support the young person. Part of the initial relationship building process should focus on finding the balance between the need of the worker or member of staff, the needs of the young person and the need of the service. 
 

















Practice Log 4: Critically review and reflect upon your knowledge of the functions of supervision, and how these have been applied in practice;


During our practice supervision sessions, I have constantly referred back to the national occupational standards for youth work 2019, to make sure that the focus remains in line with the standards. 
The primary value of youth work is to “build professional relationships and engage with young people” and “build productive working relationships and multi-agency networks” National Standards for Youth Work 2019. This describes the critical need for youth workers to form positive working relationships with both managers and the young people they support. This identifies that the beginning of any successful support is based on the strength of the relationship, again reaffirming the importance of supervision. 
Functions of supervision in practice; managerial, supportive and educative. 
When supervising my supervisee, I used techniques highlighted in the managerial theory of supervision as outlined by Kadushin. Examples of this in practice include making sure that the supervisee was completing risk assessments during the planning stage of the work placement project planning. That they were following the current Welsh Government regulations and guidelines on safe practice in line with Covid 19 restrictions. That the necessary paper work was completed and filled to the adequate level. Managerial supervision focus is that the protocols and policies are followed, rather than the wellbeing of the supervisee. 
I also tried to include supportive supervision theory approaches where appropriate. This included giving the supervisee time to offload their concerns, talk about how they felt during a particular situation, identify ways to move forward or adapt where necessary. The aim of this was to continue to build the working relationship and to prevent the build-up of stress, with the focus being supervisee wellbeing and happiness in the role. 
I also worked to include the educative supervision theory. This theory targets the personal and professional development of the supervisee, the aim being on skill widening, attitude adjustments if necessary and training. My supervisee has worked in education so has experience of working with vulnerable young people but not specifically in a youth work setting. This means that there is plenty of opportunity for professional development and experience building. 
The reflective practise self-assessment tool was helpful in that it highlighted some of my strengths such as my ability to reflect on events and try to use what I have learned to inform future decisions. In practise this is useful as when the supervisee has an issue that they need to reflect upon, it also gave me a chance to consider how that issue might affect me and how we could adapt something in the future to support a better outcome. Seeing and sharing their own reflection journey can give a manager a better insight into what affects the supervisee as well as making the supervisor more approachable and empathetic. 
In the current climate in Wales, youth work is becoming increasingly important within Welsh communities, and this has been identified by the Welsh Government (2019, p.9) stating that through embracing a multi-agency and stakeholder approach it, “Reflects our commitment to systems leadership – a young people and workforce empowerment approach – that will help ensure the sector plays an active role in developing and implementing our new strategic direction. The terms ‘we’ and ‘our’ when used throughout this strategy refer, therefore, to the sector as a whole.”. When the government make statements like this, it is encouraging to both current and training youth workers to continue their hard work and know that their efforts are not going unnoticed. 




































Practice Log 5: Critically analyse your role in supervising others during the supervision sessions that you have led upon (750 Words)


Reflect on how supervisee is worried about her work placement or lack of due to the limitations caused by Covid 19 restrictions and her uncertainty about swapping into the part time course instead to relieve the pressure and allow for more time. She also raised concerns that she will need another, second, placement after the first to get the amount of hours required for passing the course, and this again, made her feel very anxious as she is struggling to secure her first placement. Supervisee mentioned that she has on several occasions, endeavoured to establish a meeting between herself, her placement mentor and a community youth worker to get the placement plan started and begin to develop a plan of what she could do however, changes in covid-19 regulations meant that she was unable to meet as they had planned and all parties did not attend the online alternative. Supervisee felt extremely disheartened by this as she had hoped to get going with her placement prep and had discussed with her mentor how she would possibly be able to start by using her normal place of work to initiate the project and this failure in communication, meant that there was another setback in her practical work. Supervisee is becoming increasingly concerned that the ongoing and constant change to the covid-19 regulations in Wales is having an unmanageable impact on her master’s course and work placements. Supervisor discussed with supervisee whether she had considered changing from a full time student to part time so as to try and ease the pressure. Supervisee and supervisor discussed that instead of trying to complete the course, all the modules and both work placements in eighteen months, the supervisee would then have three years in order to meet all the requirements for the qualification. Supervisee raised concerns that she has to take into consideration the management of her home and family life as well as building in 2 part time roles into her ability to commit to three years of higher education. Supervisor suggested that supervisee should contact the course manager and suggest possible solutions to her and see what her opinion was. 
Whilst reflecting on issues that had arisen with work placement organisation, supervisor reassured supervisee that they had taken the correct actions so far and that the action plan from the previous meeting had been completed. Supervisor asked the supervisee what her ideal work placement project would be and supervisee explained that they would like to work with young people to develop skills which will better equip them to secure work after education. They suggested that they would like to try and link with a local animal shelter to outline what the necessary requirements would be for accepting work experience pupils and then work with the youth and community service to put together a project in which these skills could be worked towards or gained so that young people could then engage in work experience and part time work in the animal shelter. 
I feel that as a supervisor, the relationship and trust now built up between myself and supervisee, enables us to talk freely and openly about potentially stressful and sometimes emotional issues. I felt positive that the supervisee was comfortable enough in my supervision to be able to be so honest about how she felt when she was let down by her placement mentor. In this situation, the supervisee could have easily just said it hadn’t happened and moved on, however they were able to go into detail to explain what had exactly happened and how it made them feel. I, as the supervisor, suggested that next time they try to organise a meeting, the course manager is included in the planning email so that they are also aware of people letting students down. Supervisee seemed happy with this suggestion of support and noted it into their supervision minutes.
Moving forward, as a supervisor, I would try to be more organised for the supervision meeting and make sure that I had emailed a copy of the agenda to the supervisee in more time so that they were able to amend it where they saw fit, and I then had time to read over it prior to the meeting. In this situation however, it was more relaxed and didn’t impact on the success of the session but moving forward this is a change I would make. I feel that as well as making me for more comfortable, it would impact on the way my supervisee felt. 


























Practice Log 6: Critically analyse your role in supervising others during the supervision sessions that you have led upon (750 Words)

My role as a supervisor was to remain approachable, show good active listening skills, and provide support as well as challenge and feedback and to remain focused and undistracted. I felt that I was able to do all of the above, however I have felt that it has taken me a few sessions to feel this way. I feel that I have been lucky that I formed such a positive working relationship with my supervisee and that maybe my confidence would not have been so high should we have not gotten on so well. However, this also meant that there was room for getting off task and moving away from the agenda without realising it. This would lead to a lack of professional focus and would be something which I would want to improve moving forward. I would set an action to be to try and stick to the agenda and keep a pupil focused approach to supervision. 
As a supervisor, my role was to help to facilitate reflection for the supervisee and in order to do this, prior to the meeting time, the supervisee and the supervisor spoke online and agreed on a mutual place to meet and conduct the supervision session. As the supervisee and supervisor live fairly locally to each other, a coffee shop with internet access was decided as the mutual ground and the meeting was held there at 9:30am. Meeting in an agreed mutual space meant that both the supervisee and supervisor had a balance of power. Neither one felt more nor less comfortable in that situation so it allowed for an honest and open discussion. It was also, not very busy so both parties were able to discuss potentially delicate information without the worry of breaking confidentiality or over sharing. 
 Supervisee discussed with supervisor that they are still facing ongoing difficulties regarding organising work placement for a module in their course. This continues to be difficult due to the increasing Covid-19 lockdown regulations in Wales. Youth clubs are not currently running, schools are not accepting visitors and more recently, schools have moved to online teaching so there is very minimal face to face contact time. The lack of face to face contact time then impacts on the ability to form that essential relationship with young people and service users, and the supervisee was discussing that although she would happily create an online youth club, she worried about the success of this and how difficult it would be to get it off the ground without any initial face to face meetings. 
The approach which I wanted to use in my role as supervisor was Kadushin’s supportive approach. I felt, that at this time of ongoing uncertainty, the priority would be to allow the supervisee the opportunity to offload, distress and unpick issues they are facing. From getting to know my supervisee, I am aware that they are an experienced member of staff and so the educative approach may seem patronising and less beneficial to them. The managerial approach also did not seem appropriate as they are currently not allocated to a service in particular so there would be a lack of knowledge of service regulations and policies for both the supervisee and myself as the supervisor. Therefore, the Kadushin supportive supervision theory was the most appropriate. As a  result, I ensured that the agenda allowed for plenty of discussion time, chance for the supervisee to reflect on how they had found the project so far and chances to work together to plan actions plans for the next step. 
As the project continues and the supervisee gains more opportunities to engage in face to face contact with service users, it may be necessary for me as the supervisor to begin to adapt in other elements of the managerial and educative theory approach to supervision. I may consider in the future that there will be a need for me as the supervisor to ensure that policies are being followed, that the actions of the supervisee reflect back on the national occupational standards for youth and community work and I will also need to support the supervisee in doing this themselves. 
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Appendix

1. Supervision Contract – as developed by supervisee and supervisor

Supervision contract 
 Youth club setting

Supervision contract:
The supervision contract will outline the aims of supervision and seeks to make sure that both parties, the supervisor and supervisee, are aware and agree to their rights and responsibilities. 
This contract outlines the way in which supervision in *enter place of work here* will be facilitated. 
The aim is to encourage open and honest conversation, professional development and both parties to feel at ease. 

Supervision aims:
*Place of work* seeks to facilitate professional supervision which is managerial, reflective and supportive. 
The primary aims are;
To provide a safe and reflective space for professional discussion.
To support, manage and challenge professional development.
To aim to reduce burnout and maximise professional reflection.
To identify areas for improvement and create action plans.
To aid the development of the supervisee, to widen knowledge of the role and understanding of the roles of others, to identify skills which need further development. 

Supervision at the *place of work*
Supervision will be facilitated weekly for the first 6 weeks, every Tuesday at 4:30pm, and then every 6 weeks moving forward from then.
Supervision will be individual sessions.
Team meetings and youth work focus groups will continue and remain vital to the day to day running of the support network however, they provide an informal opportunity to discuss the project, updates and developments. It is also important to raise team matters which need to be addressed. 






Supervision Contract 
Agreement
This contract was drawn up on (enter date here).
Between supervisee (enter name here) and supervisor (enter name here).
A copy of this contract will be held by both parties.
This contract will be reviewed annually. 

Supervision meetings will be held every Tuesday for the first 6 weeks and every 6 weeks hereafter.
Supervision is likely to last between 60-90 minutes and provide opportunities to reflect and progress.
If supervision is missed, it is the responsibility of the person who could not attend, to reorganise the meeting.

The supervisee accepts that the work issues discussed, may need to be shared with others if someone is at risk. 
The supervisee and supervisor are to inform each other of anything that should be kept confidential. Safeguarding overpowers the confidentiality clause should someone be at risk to themselves or others.
Records of the actions will be kept and remain confidential to both the supervisor and supervisee.

Supervisee’s should be;
Uninterrupted and private
Given attention, guidance and advice should they require it
Able to seek feedback and reflection
Set an agenda and record minutes 
Ask questions and suggest solutions for discussion
Expect constructive feedback and actions to be followed through and taken seriously by the supervisor
Listened to, respected, challenged and heard 
Remain proactive and professional
Accepting of criticism and feedback 
Remain reflective and accepting of developmental support suggestions
Adhere to the agreement 

Supervisors should be;
Able to highlight areas for improvement to aid the professional development of the supervisee
Able to challenge workload and priorities
Able to highlight strengths and weaknesses/successes and downfalls
Ensuring that workplace procedures and policies are up to date and meet the policy guidelines
Monitoring supervisee’s performance and attendance
Able to provide constructive criticism and aid development 


Signed by …………………….
Dated……………….
Signed by …………………..
Dated ………………...


2. Supervision Agenda 12.12.2020 – as developed by supervisee and supervisor

Supervision Session Agenda

	Date
01.12.2020
	Time
4:30-5:30
	Venue
Online via Teams 

	Supervisor’s 
Name Person A
	Supervisee’s 
Name Person B



	Agenda items 

	
1. Emotional check in 
2. Current project aims and objectives
3. Outcomes and evaluation (projections)
4. Way forward 
	
5. 
6.
7.
8.

	Discussion Points
	Action
	By when/whom

	1.
	What’s working well 
General queries and concerns – wellbeing 
	Concerned about time management due to lack of staff – source another youth worker from a finishing local outreach program 
	ASAP
Person A

	2.
	Overview of the development of animal husbandry skills with the aim of enabling young people to access work placement opportunities. 

Local shelter taking on 4 volunteers.


	More staff required, one youth worker down due to long term illness. Add another experienced member of staff from another project 

Provide minutes from the youth forum group to outline the aims and objectives and the need for the project
	See action 1





Person B

	3.
	Feedback from youth club council that they would like to be able to take advantage of the volunteer project. Working towards developing the skills of the young in order to meet the volunteer requirements
	Request a success criteria from the animal shelter to identify the key skills required for volunteers and to focus project aims.
Possibly source resources to facilitate practical elements of the project 
	Person B

12/12/2020

	4.
	Develop a portfolio of evidence for each young person enrolled on the project to ensure evidence of value added skill base. 

Gain consent for social media platforms to share evidence from project – aim to further develop these opportunities moving forward, widen the range for young people. 

	Gain consent for photographic evidence from parents/carers/young people.


	Person B
Consent to be gained asap prior to project start in January 2021

Portfolio to run for the duration of the project – Ongoing – Person B and young people 




	
Discussion Points
	Action
	By when

	
	Please arrange the date of next meeting and record it here  - 
	12th January 2021



	I confirm the above is an accurate record of the meeting

	Signed. Supervisor 
	Date. 01.12.2020

	Signed. Supervisee
	Date. 01.12.2020



	Items that may need to be discussed:

	Emotional wellbeing/feelings
Budgets – petty cash/stock takes etc	  
Work completed, review and evaluation
Health & Safety issues		
Equality of opportunity/child protection (safeguarding) issues	  
Training completed and resulting work	 
Accreditation/Recorded Outcomes
Time Off In Lieu (TOIL), sickness, annual leave
Staff Meetings
Work priorities/programme planning
	Youth Service development plan/unit plans and targets
Training/development requests
Personal issues
Building Management issues
Face to face youth work
Management of staff/volunteers
Systems and Policies
Workforce development
Administration tasks

	
Taking a balanced approach to supervision



























Supervision, leadership and management in Youth and Community Work, is it essential; a critical review.

Austerity can be defined as the decreased funding for social services as a response to local and national government debts and as a result, economic growth is slowed. 
Professor James Downe and Emma Taylor Collins (2019)*, describe how “local government is considered one of the biggest casualties of austerity” and how social care, youth work services and community work, are some of the hardest hit sectors when local governments make spending cuts to try and balance out debts and decreases in funding payments. Welsh Government (WG, 2018) states, “Our young people are growing up in an increasingly complex world set against a rapidly evolving social and economic context. Now more than ever, therefore, requires a refreshed approach to how we plan and deliver these essential services.”
In Wales, Welsh councils have felt the impact of an average reduction of 12% or £918 million between the years 2009-10 and 2016-17, Ifan and Sion (2019) *. When the impacts of these funding cuts are felt throughout services, is when the number of staff become reduced, workload increases and the level of stress in workers increases due to lack of support and time. Already, some extremely major cuts have been made in the youth work sector nationally since 2010, with analysis from the YMCA showing that in 2010/11, local authorities spent an estimated £1.36bn on youth services in England and by 2018/19, youth services in England had reduced spends on youth work by £959million. YMCA (2020, pp.9-10)
 It is, in these strange and uncertain times, where we must critically review whether supervision in youth and community work is essential and if the impact of loss of supervision would be negative on the youth and community work sector. 

Supervision can be summarised into 3 main functions, managerial, supportive and educative Kadushin (1992)*. Although similar, they all have different main aims. Educative supervision prioritises the professional development, ensuring that staff learn the necessary skills, knowledge and have the right attitude to be successful. This would be typical to see used with a member of staff who is new to the role and has little or no previous experience of working in a youth work or community setting.  Managerial supervision however, prioritises that policies and guidelines are followed and that a job is done to a high standard. This might be followed in an education setting where guidelines and policies are over seen by regulators such as ESTYN or OFTSED. Supportive supervision focuses on providing staff an allocated time and space to be able to offload their worries, stresses and be heard and listened to by management. This would typically be seen in sectors such as social care and where staff are working in tense situations, perhaps with highly vulnerable children, young people or adults. 

Although all slightly different, these three functions of supervision often clash but, depending on the supervisor and supervisee can be used in cohesion with each other. Supervision in the youth work and community can provide several of these opportunities, depending on the people and the situation. It is important that the supervisor has a good working professional relationship with the supervisee in order to be best able to adapt their supervision approach to be most efficient and successful. It must however, find another balance between the needs of the service, the needs of the supervisee and the relationship between both parties. 

In the context of youth and community work, supervision has many more functions and serves several purposes. Supervision in youth work provides the opportunity to raise awareness of the aims of the service, the priorities and or monthly objectives and set future objectives or long term goals. Supervision can be used as a chance to unpick issues and provide an opportunity for reflection of practice. 
Gibbs Reflective Cycle Model (1988)* can be used to direct reflection in supervision. It breaks down reflective practice into six main parts; 
· Description, what happened?
· Feelings, what were you thinking, what were you feeling?
· Evaluation, what was good and what was bad about the situation?
· Analysis, what sense can you make of the situation?
· Conclusion, what else could have been done about the situation?
· Action plan, if this happens again, what would you do?
This reflection model enables the supervisee to focus particularly on their own thoughts, feelings and perceptions as well as the thoughts, feelings and perceptions of others. And this, in turn, creates an empathetic person who is able to “walk in their shoes” and put themselves in the hypothetical position of someone else. In relation to youth work, this creates a youth worker who is more likely to form better relationships with young people and be able to adapt to stressful situations where they are able to step back and think, “perhaps I too would also respond that way if I felt like that and had experienced those things”. Young and vulnerable people are then more likely to accept support and make progress when working with this reflective worker. It is also a key part of the occupational standards for youth work that youth workers are equipped to be able to manage and develop themselves. 

A scheduled supervision meeting, which both the supervisee and supervisor have agreed to hold at regular intervals (as agreed in the supervision contract), allows for regular discussions between manager and staff and this helps to prevent both kippering and burn out. Staff who work without knowing when they will next have the opportunity to speak to the people in charge, or offload their worries, become more highly stressed and the likelihood is that the quality of their work decreases and less care is taken, as they begin to feel that they are not listened to, cared for or that their work isn’t appreciated. It also becomes a safe and confidential space where managers can challenge staff healthily and give constructive advice on how to move forward to make progress or how they can do something differently following the reflective process. 

Supervision with new members of staff, becomes a great opportunity to discuss and guide on the work role and for both the supervisor and supervisee to discuss the work case load and ensure it is maintainable or make plans for adjustments where necessary. 
However, during supervision in the youth and community work context, it is important not to lose a pupil focused approach. Throughout supervision, although primarily aiming to upskill the supervisee, the ultimate aim of the youth and community work service, is to provide support and interventions for the most vulnerable and needy members of the community. This must remain in the forefront of all supervision within youth work or else the process is at risk of becoming simply a box ticking exercise. 

Supervision in practice in the youth service, can look very different to supervision theory. Many youth and community workers have previous negative experiences of supervision. When asked why feedback included notes such as “they were rushed, they cancelled last minute, no actions were taken seriously, I felt like I wasn’t being taken seriously”. Opening up to a manager creates the feeling of vulnerability and it takes a lot out of someone to be able to open up and offload to someone that they may or may not yet have a good working relationship with. This is often forgotten though, when we immediately expect vulnerable service users to engage with and open up to youth workers, when the reality is that that relationship must first be built in order for support to be accepted. Youth workers, need to role model this vulnerability and lead appropriately in the building of trust. 
Brofenbrenner’s ecological systems theory*, “views child development as an extremely complex system of relationships, affected by multiple levels and environment” Olivia Guy-Evans (2020)*. The child is the centre of the theory, impacted first by immediate family and their household, then by cultural groups, neighbours and friends, then it moves on to being impacted and influenced by their local environment, formal networks and services such as sports clubs, playgroups and schools. Finally, the last influence is described as the broader economic social and wider environment. This could be the policies in place at the childcare provision, the technology availability, local housing standards or local economic climate.  Although Brofenbrenner’s theory was based on child based development, it can be applied to anyone. The model highlights how people and organisations have an impact on the development and highlights how important strong, safe and stable connections are. Brofenbrenner divided the environment into five different systems; the microsystem, the mesosystem, the exosystem, the macrosystem and the chronosystem. An average working adult spends a quarter of their life in work and for the majority of these people, work and colleagues would come under the microsystem, the system which Brofenbrenner describes as having the most impact and influence on the adult. Therefore, when the support systems are not in balance, the supervisor is often seen at the best skilled person to be able to support to manage this tension.  

Youth worker managers who hold supervision discuss how investment in the person is the key motivator for the majority of managers and that this investment is noticed and appreciated by supervisee’s who then go on to have prosperous careers within the service. This includes the balance between supervisors taking responsibility for the target setting and annual goals, but the supervisee to be able to take accountability for reflection, personal target setting and to try to suggest solutions to problems which can then later be supported or directed by the supervisor. 

Just as the youth worker would be encouraged to role model opening up and showing vulnerability towards managers to engage in constructive feedback and challenge, Hawkins and Sohet (2003)* would argue that “you cannot expect to give good supervision unless you have first learned to receive supervision and be a proactive supervisee”. “Managers both develop and express their identity and individuality through the way they act and think in their managerial work and how they ‘shape’ their organisations” Watson (2006) referenced I in Tyler et al (2009)*.   Being a supervisee is more than just being a manager and someone to ensure that staff are following procedures, it requires training and for those that choose to pursue supervision responsibilities, to complete modules and understand the protocols of the setting in which they are expected to supervise. Key skills of a successful supervisor also include being proactive, well organised, being prepared and completing expert appraisals. Supervisors should also undergo regular supervision with their line managers where they have a chance to be the supervisee. This is another way of reflecting on their practice and role modelling to the staff they support. Overall, a consistent positive experience of supervision can lead to the development in highly skilled and efficient support staff who are able to offer services to the most vulnerable children, young people and adults in the community, who otherwise, may fall under the radar and who with support, may have the chance to succeed and go on to give back to their community. 

But, why is supervision important to youth and community work? Supervision should always begin with self-supervision, this is achieved by assessing our own motivators and allowing ourselves to open up to others the way we ask others to open up to us. Hawkins and Sohet (2006)* explain that “even in the best of supervisory relationships, there will be times of being stuck, of wariness and even of avoidance”. This mentality, if nothing else, enables a youth worker facing a particularly challenging situation, to be able to empathise and realise their morals to be able to engage on a deeper level and understand the reasoning behind the actions. The Education Workforce Council (EWC, 2019) suggests “encouraging good work, developing skills, allowing people to learn from their mistakes and helping staff with their fears and blockages are all much more productive”, giving a much more holistic view of the role of the supervisor.  By identifying the individual strengths of the youth workers through effective supervision and management, staff development will occur “in a framework of equal opportunities and in a safe learning climate.” (Ingram and Harris, 2001.p.20)

With all this in mind, it is then critical to look at the impact of austerity on the success of supervision in youth and community work in Wales. Local councils and council workers argue that the lack of funding and constant pressure to increase workload, minimise staff numbers and increase performance data, eradicates the time and willingness to engage in lengthy supervision sessions. Youth workers who already have a stretched workload, are traveling around the county to support young people and who are under growing pressure to work more unsociable hours to staff before and after school clubs, are then expected to fit into their hectic schedules a regular sixty to ninety minute meeting with their supervisor. Sercombe (1999.p.82) recognised that “The great skill of youth workers lies precisely in the capacity to be transformative, to create possibilities for a different and more whole way of being, even in the light, playful and casual everyday” but is this realistic and/or achievable under such a pressured expanding job role. This, some would argue, is an unsustainable expectation which in turn results in high staff turnover, fragile relationships with young people and stressed support staff. Is it just a case that when workloads increase, managers, leaders and line managers have less time for supervision. Or, is it that supervision is viewed as a non-essential luxury and becomes the first area to take the hit for financial downfall? Low numbers of staff due to financial constraints can result in staff members who become resentful, fearful, tense and stressed, they have low morale and the turnover of staff increases. 

An example of the impact of from my place of work currently is that when a highly skilled member of the team has recently moved on to another area in the service, there is an obvious saving to be made by not replacing that member of staff. They did however, provide a range of different services for young people such as hafan haul, key stage two nuture afternoons and outdoor education opportunities. Where the decision has been made not to replace this member of staff with another equally qualified individual, merely with a lesser qualified and experienced staff member, there has become and uneven share of work between the remaining members of staff. This creates a feeling of unfairness and resentment towards the people in charge of making that decision. An increased workload on minimal staff numbers, makes support workers rush and allows little time for beneficial but often time consuming activities such as personal development, training courses and supervision and reflection. It also takes value away from the service which was being offered. Young people who were accessing a high level of support from the same person, on the same day, at regular intervals, are now unsure of who will cover their sessions and with all the best will in the world, regardless of how highly skilled that person covering is, the relationship which had been built has now become just another relationship which has let the young person down and therefore adds to the difficulties which they face. 

To conclude, I believe that supervision is critical in youth and community work due to the importance that relationship building has on the success of community and youth work projects. Despite the challenges faced, successful youth work always comes back to the relationship built with the young person; Unison 2018 “It is vital young people are involved in and consulted on decisions affecting the services they receive for them to be successful. Local authorities should trust their trained, experienced youth workers to provide in-house solutions. Youth services should be directly provided, not privatised or outsourced.” This reflection time, created in the supervision process, I believe is essential to developing highly skilled staff within the sector. During hard times caused by austerity in Wales, it should remain priority to provide sufficient funding to youth work and community schemes as the need is only increasing as an effect of the global pandemic and the amount of time that children, young people and vulnerable adults have not had access to sufficient support services. 
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