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Supervision and Management Portfolio

Introduction 
This supervision and management portfolio will consist of three elements: supervision, leadership, and management. The first section will reflect on the role of a supervisor. According to Jeffs and Smith (2010), supervision is an important part of Youth Work practice, offering opportunities to reflect, learn, and grow professionally while setting high standards of practice. While reflecting on the supervision session, the supervisor will use Gibbs’ Reflective Cycle (1988) as a framework.
The second section, critical reflection on the role of supervision, will discuss the effectiveness of supervision while discovering its definition. The critical reflection will further explore policies and theories of supervision and their effects on the young person's well-being and its standards.
The final section, Leadership and Management Theory Review, will discuss the importance of managing Youth Work services. This section will draw upon management theories, specifically those of McGregor (1960), including Theory X and Theory Y. The financial challenges will be explored regarding youth work, and the effects on leadership and management will be discussed.
Element one: Supervision practice record 
Supervision Reflection Record One: Supervision contract
The first supervision session took place in a quiet, relaxed room at Ysgol Bro Pedr School. This setting allowed both the supervisor and the supervisee to establish a supervision contract. The purpose of this session was to set expectations and boundaries while ensuring that both the supervisor and supervisee understood their roles and responsibilities before the more formal supervision sessions took place. The supervisor led the supervision contact meeting, asking open questions and allowing time for the supervisee to respond. Both the supervisor and supervisee collaborated to ensure mutual understanding of the supervision contract and future sessions. During the supervision session, the supervisor applied active listening skills. This was demonstrated by slight nodding of the head and good eye contact. The supervisor also used problem-solving skills. This took place while combining diaries and timetables, so the next supervision session would accommodate both the supervisor and the supervisee. Demonstrating skills such as good listening skills shows respect and fosters good practice, according to Hough (2021). The supervisor implemented open body language to help the supervisee feel comfortable in the supervisor's presence and sat to the side of the supervisee as a sign of support. Hough (2021) also agrees that this style of sitting arrangement portrays a message of support. Extra time had been allocated for the supervision contract to allow for any issues that might arise, ensuring that both parties felt neither rushed nor unheard.
Throughout the supervision contract, the supervisor demonstrated empathy, respect, and collaboration, reflecting Rogers’ (1957) person-centred model (Counselling Tutor, 2025). The contract was successfully established, with both supervisor and supervisee feeling confident as they moved forward into the next supervision session. The supervisor gained a sense of achievement and growing confidence. To carry out the supervision contract successfully, the supervisor used appropriate strategies, such as taking notes that could be revisited and expanded on later. Effective organisation was key to minimising errors and provided a sense of security to the supervisor. Reflecting on the supervision contract session the supervisor acknowledges the importance of organisational skills and recognises how beneficial they will be for future sessions. The supervisor also understands that their feelings of nervousness are a natural response to something new, as this supervision session was an unfamiliar experience in the field of Youth Work. The action plan for the upcoming sessions will focus on continuing with the organisational and person-centred approach, as this has proven to be effective.

Supervision Reflection Record Two: ELSA session
In the second supervision session, the supervisee reflected on an Emotional Literacy Support Assistant (ELSA) (Bristol City Council, 2025) session they had provided for a young person. ELSA is often used to help young people in areas such as, managing emotions, developing coping strategies and friendship skills. 
The supervisee expressed that, having come to the end of their session with the young person, the supervisee was left feeling deflated and upset. This was because they felt the young person showed very little interest or engagement in the activities planned for the ELSA session, which the supervisee had spent time and effort creating. 
The supervisor witnessed, by actively listening and observing the supervisee’s body language, that this was a supervision session that would require a supportive function, one of the three components of  Kadushin’s model (Skidmore, 2021). To remain professional and adhere to the supervision contract, no physical contact was made, but empathy and support were shown to the supervisee with open body language, a soft toned voice, and soft facial expression. The supervisor suggested to the supervisee that the young person's lack of engagement may be due to the type of day they are having. The supervisor asked open questions to try to understand why the session was unsuccessful. The supervisor reassured the supervisee that the lack of engagement was not due to disorganisation or personal feeling but rather a learning opportunity. Although the supportive function was always present and available to the supervisee, the supervisor recognised an opportunity to educate the supervisee, as education is another key aspect of the Kadushin (Skidmore, 2021) supervision functions. The supervisor suggested involving the young person in the planning process to tailor the sessions to their specific needs. Additionally, the supervisor recommended a more outdoor approach to the sessions rather than indoors. The supervisor felt that the needs of the supervisee were met in the correct order of support. Ensuring the supervisee feels able, supported, and reassured enables them to fully engage in the educational process of supervision. The supervision session ended successfully. The supervisor felt that the supervisee had an opportunity to voice their concerns in a safe place with no judgment of their ability or skill. The supervisor felt that the supervisee regained confidence in their work after the session. Reflecting on this supervision session, the supervisor experienced a great sense of pride due to its positive outcome. The supervisee appeared very grateful and happy, and these emotions mirrored back to the supervisor, reflecting a positive impact on them as well. The supervisor recognised that active listening would be beneficial to the session and felt that this function came naturally to them. However, a challenge arose when discussing ELSA. The supervisor was aware that ELSA sessions are provided by trained professionals and understood their abilities, but they needed to be mindful of their own limited knowledge of ELSA when communicating with the supervisee. The supervisor found their lack of knowledge regarding ELSA to be a challenge but a learning opportunity. Sapin (2013) states that the ‘location of self’ allows one to explore and provides time to gain knowledge and understanding. The supervisor utilised the challenges encountered and implemented the ‘location of self’ to turn the situation into a learning opportunity. This supervision session has demonstrated to the supervisor the importance of the supportive and educational function of supervision. Lifting morale and caring for the well-being of others not only supports the professional growth of the supervisee but also gives the supervisor a sense of pride and enhances job satisfaction. The supervisor recognises areas for development and understands that educating themselves to better assist the supervisee is just as important for continuous learning. The action plan following the session will be to research ELSA, continue to maintain organisation and reflect on the supervision session. 

Supervision Reflection Record Three: Workload 
The third supervision session involved the supervisee reflecting on her workload. She expressed her concerns and feelings of being overwhelmed, stating she felt unable to meet the expectations requested by her employer. The supervisor recognised that this session would require strong listening skills, support, and guidance to help manage the supervisee's workload. The National Youth Work Principles and Standards emphasise the importance of support and supervision for employees (National Youth Agency, 2024). 
The supervisor was aware, through their own learning, that the administrative supervision function would be explored. The supervisor could relate to some of the concerns and was able to share them with the supervisee and talk about how they had dealt with similar situations in the hope that the supervisee felt supported. Moving on, the supervisor began to use the administrative function of supervision and started to ask open-ended questions to further support the supervisee. The supervisor suggested that the workplace policies and procedures be revisited to review how often supervision should take place and who to contact within the workplace when feeling overwhelmed or concerned. The supervisor strongly recommended that the supervisee contact the relevant person to discuss the workload. The supervisor also offered to help them draft the email to initiate contact. Additionally, the supervisor suggested that they collaboratively review their workload, organise their tasks, and prioritise them. Throughout the supervision session, the supervisor demonstrated good active listening skills through eye contact and by summarising what the supervisee had said. Empathy and reassurance were shown by offering support where needed and providing praise for the work done. Overall, the session felt successful. The supervisor created a safe space for the supervisee to open up. The supervisee took the advice given and said they felt listened to and supported. Hearing this feedback made the supervisor feel a sense of achievement and happiness, knowing that their supervision had a positive impact. Supervision session number three had some challenges since both supportive and administrative functions were required. To address this, both would need to be balanced mindfully. The supervisor believed the biggest challenge was understanding the workplace contract and policies, as this area would need clarification and time for review. Key learning emphasised the importance of well-being support and administrative guidance. Going forward, the supervisor suggests that the supervisee seek support when needed. The supervisee should not hesitate to seek help, as doing so is not a sign of weakness, but shows a willingness to learn and develop their practice. A supervision session will be scheduled to follow up on this matter and to ensure the well-being of the supervisee. The supervisor will continue to provide a safe environment for these sessions. Additionally, supervision records will be kept secure and stored appropriately to maintain confidentiality. The supervisor acknowledges the importance of reflection and encourages this for the supervisee after each session but also recognises the importance of doing so for themselves as well.
During the three supervision sessions, the supervisor gained valuable experience. These sessions demonstrated the importance of communication skills, boundaries, and empathy. In the first session, the supervisor learned how crucial it was to create a safe space, which allowed the following sessions to be more successful. Establishing a strong connection not only sets the tone for future sessions but also fosters a sense of security for both parties. The supervisor discovered that using open body language enhances trust and promotes relaxation, a practice that will continue to be encouraged moving forward. The second supervision highlighted that supervision is not only about professional development but also about emotional resilience. Kadushin's (Skidmore, 2021) supervision model reinforced the supervisor's understanding of the needs throughout supervision, allowing all three functions to be utilised simultaneously, a concept that was thoroughly learned in this session. The third session provided the supervisor with the opportunity to reflect not only on this session but also on the previous two, recognising the significant growth that occurred in a short time. The supervisor now feels more equipped for future supervision sessions and has a deeper understanding of the supervision process.




Element two: Critical Reflection on the role of supervision
According to the National Youth Agency (2024), supervision is essential for supporting and developing collaborators. Its aim is to promote growth and ensure accountability. The National Youth Agency (2024) further states that the purpose of supervision is to maintain high-quality work, monitor performance, and provide opportunities for reflection. Tsui (2005) highlights the importance of supervision by stating that it enables the supervisor to pass on knowledge and wisdom to the supervisee. They also emphasise the importance of enhancing well-being and continuous learning, given the nature of their work. Participating in supervision supports good working practice as outlined in the Youth Work National Occupational Standards (YW17) (CLD Standards Council Scotland, 2019).
Kadushin and Harkness (2014) state three necessary functions of supervision. The three functions are administrative, educational and supportive. They continue to say the administrative function primarily works towards policy and procedure. Working in line with policy and procedure ensures that the supervisee works to the organisation’s expectations and standards. The administrative function also involves the supervisor setting goals, monitoring workloads, and ensuring safeguarding. The supervisor utilised this function when supporting the supervisee with their workload. They worked collaboratively to manage their workload effectively, and the supervisor encouraged the supervisee to review the organisation's work policies again for clarification and validation. Equally important, the educational function of supervision emphasises the professional development of the supervisee through learning, feedback, and reflection (Kadushin and Harkness, 2014). Sapin (2013) also emphasises the importance of providing feedback in supervision, noting that it not only fosters a good working relationship but also demonstrates effective practice that enhances the supervisee’s professional development. Furthermore, Sapin (2013) states that reflection enables the supervisee to navigate how they may move forward when encountering difficult situations. After researching and gaining knowledge about the educational function and its importance, the supervisor felt confident that encouraging time for reflection during the second supervision meeting—specifically regarding a challenging session with ELSA—would benefit the supervisee. This approach would help the supervisee navigate forward and reflect on the positives of the experience, rather than just focusing on the negatives. Moving on, the supportive function of supervision focuses on the emotional well-being of the supervisee. This supportive function helps build resilience and provides a sense of being looked after (Kadushin and Harkness, 2014). According to McLeod (2025a), Carl Rogers believed that for an individual to excel, they needed to be provided with three core conditions: empathy, which involves fully understanding one's feelings, thoughts, and point of view; congruence, which encourages being more human, fostering creative and organic relationships while being honest; and unconditional positive regard, offering acceptance without judgment. Utilising the Rogers’ approach helped the supervisor support the supervisee by boosting their confidence and motivation when they felt deflated, through empathy and the unconditional positive regard function. When the supervisor reflected on how applying Rogers' three core conditions supported the supervisee, the supervisor recognised how this strengthened the professional relationship, building trust and creating a warm, welcoming environment.
While reflecting on supervision as a whole, the supervisor now has a greater understanding of how theory, policy, and practice interconnect to create efficient supervision. At the start of the supervision, the supervisor believed that its main purpose was to monitor the supervisee and their work, adopting a managerial approach to delivering supervision. However, throughout this experience, it has become evident that supervision is more of a developmental partnership. Additionally, after further learning, research, and practice, the supervisor now recognises that supervision involves much more than they initially thought. Supervision is essential for the well-being and development of the supervisee, facilitating their professional growth. The supervision sessions have built the supervisor's confidence due to their success. Going forward, the supervisor aims to maintain professionalism and organisational skills, as these have proven to be effective. Additionally, the supervisor is committed to continuous learning to enhance their skills and further improve supervision.









Element three: Leadership and Management Theory Review 
Watson (2006, p.167) defines youth work management as ‘The overall shaping of relationships, understanding and processes within a work organisation to bring about the completion of tasks in the organisation's name in such a way that the organisation continues into the future’. This definition aligns with the Unite for Our Society (2024) framework, which describes the key duties of youth work management as managing and developing staff and facilities, leading project development and implementation, furthermore the design, leadership, and implement of projects. Leadership, in contrast, according to Shiel (2004), is a more collaborative process in which leaders are expected to empower, motivate, and support. Leadership is less about personal power and more about collaborative achievement. In his book "The Human Side of Enterprise" McGregor (1960) identifies two main theories of management: Theory X and Theory Y. These theories offer key insights into different management and leadership styles. 
McGregor claims that Theory X assumes employees must be controlled, threatened, and punished to produce adequate effort. It suggests that employees generally dislike their work and will avoid it if possible. This theory also suggests that employees typically avoid responsibility and tend to have low ambition. 
In contrast, Theory Y assumes that employees need support and empowerment. It believes that, given the right conditions, employees will actively seek out responsibilities. These contrasting frameworks provide a valuable perspective, and it is crucial to critically evaluate both their strengths and weaknesses, especially in the context of youth work practice. McGregor's Theory X and Theory Y both have strengths and limitations. When applied correctly, Theory X can be beneficial, particularly in situations where a new employee joins the organisation and may need more authoritative guidance. This approach emphasises delegation and control, which can help ensure that tasks are completed effectively to the organisation's requirements. However, the negative of implementing Theory X is that employees may become reliant on delegation and control, potentially resulting in decreased efficiency and a lack of drive and passion. For some employees, using Theory X may feel too strict and regimented, leading them to feel less like part of a team and more controlled and undervalued. Implementation of the Y theory in youth work aligns closing with the Youth Work National Occupational Standards (CLD Standards Council Scotland, 2019). CLD YW05 recognises the importance of encouragement and reflection while providing a safe space for learning, goal setting, ownership, and development. The Y Theory can be particularly beneficial when combined with supervision, as it emphasises empowerment and reflection. However, this approach may not always be suitable in high-risk situations, such as off-site trips or safeguarding, where a more directed management style may be necessary. Overall, McGregor's Theory X and Theory Y provide insights into two different leadership and management styles. Given the unpredictability of youth work, it is essential for effective leaders to adapt between both approaches to meet organisational needs while also upholding the values of youth work. 
While McGregor's (1960) focus draws on the actions of managers, Kurt Lewin explores leadership styles and behaviours. Lindberg (2022) states that Kurt Lewin in the 1930s introduced three leadership styles: autocratic democratic and the laissez-faire. The autocratic style of leadership, similar to Theory X, centralizes decision-making and power. This approach is often unpopular, as noted by Lindberg (2022), who suggests that the autocratic style can create an unpleasant environment, resulting from low morale. Despite its drawbacks, the autocratic style, like Theory X, has its advantages when control is necessary and quick decisions are required. In contrast, the democratic style thrives on empowerment and encourages participation in decision-making. Leaders using this style welcome creativity and support input from their team, creating a more positive environment. Although this approach may require extra time and lead to a longer decision-making process, it can still be effective due to its emphasis on teamwork. Finally the Laissez-faire style.
This style of leadership has no managerial influence, allowing team members the freedom to manage themselves and their work. However, this laissez-faire approach often leads to low productivity and disengagement due to a lack of structure and miscommunication. While this style may benefit those who are experienced or highly skilled, enabling them to take control and thrive, it also has the downside of not every individual possessing the necessary experience or skill set.
This style of leadership has minimal managerial influence, allowing team members the freedom to manage themselves and their work. However, this laissez-faire approach often results in low productivity and disengagement due to a lack of structure and potential miscommunication. While this style may benefit experienced or highly skilled individuals, enabling them to take control and thrive, it is important to note that not everyone possesses the necessary experience or skill set.
 Applying these leadership styles in youth work requires careful evaluation of the circumstances. Enforcing an authoritative style in youth work can limit the opportunity for young people to demonstrate their abilities and creativity. For example, if they are assigned to work on a creative project without any input during the planning process, they may feel suppressed and undervalued, ultimately struggling to express themselves. Implementing the authoritative style can create a sense of power for the leader; however, in youth work, the best results typically come from working in equal partnership (CWVYS, n.d.). The leader may need to adopt an authoritative approach during situations where health and safety or safeguarding issues arise. Nevertheless, collaborating in a democratic style better suits most young people, allowing them to feel self-sufficient, supported, and helping to strengthen relationships. The democratic approach aligns well with the principles and values of youth work.
The National Youth Agency (2024b) states that financial strain has impacted the majority of youth work organisations. They report that staff members are more likely to be volunteers rather than paid employees due to the financial health of the sector. According to the National Youth Agency, more than half (53%) of organisations report receiving funding through charitable or voluntary donations. Along with this financial strain, staff well-being has also been affected. As mentioned in the Census report, the National Youth Agency suggests that staff well-being is compromised due to financial difficulties. Furthermore, the unattractive salary for youth work has significantly contributed to the decline in the number of level 6 qualified youth workers. Financial pressures not only affect organisations but also place considerable stress on those in leadership and management roles. During uncertain times caused by financial strain, leaders and managers must adapt their leadership styles. They may notice low staff morale or unproductiveness due to concerns about financial stability. In this context, the Theory Y approach to management could be beneficial, fostering a supportive and caring environment. However, if funding is needed and bids must be submitted, the authoritative leadership style associated with Theory X may be more suitable. This illustrates that different theories can be applied in various situations within youth work.
According to Youth (2024), decreasing funding for youth services has had a detrimental impact on young people's lives. They state that the effects of financial strain directly affect these young individuals, leading to increased anti-social behaviour and crime, which puts the more vulnerable young people at greater risk. 
Leaders and managers facing uncertain times now have the challenging task of providing services that meet the needs of young people while ensuring the well-being of their team members, all within unrealistic or shrinking budgets. Reflection on and the use of management styles and approaches will be vital in these uncertain times.












In conclusion, this portfolio has reflected on theory and practice, demonstrating how important supervision is in youth work. Supervision is not only about overseeing but also about encouragement, development, and growth. Theories such as Kadushin's supervision models and Rogers' core conditions emphasise the significance of empathy, support, and education in youth work practice. Furthermore, in an era of uncertainty, McGregor's and Lewin's leadership theories highlight the importance of adaptability to situations and events to ensure the well-being and needs of both the young people and the staff. Throughout this journey, my understanding of supervision and leadership has strengthened. Moving forward, the writer will continue to apply reflective practice and adaptable skills to promote the best outcomes for those whom the writer works with.
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