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Introduction
This assignment I have been asked to lead and manage four hours of supervision with a colleague in the youth service take accountability for whole process and report a detail analysis of that experience. I will aim to establish the supervisory relationship including creating the contract, and the importance of creating an appropriate environment and detail how the relationship develops.  I will demonstrate my understanding of the functions of supervision and how my knowledge of these functions can be used when supervising others. I will also complete a critical review on leadership and management theories and their effectiveness in relation to youth work practices.
Practice Log 1 
Hess (1980:25) defines supervision as ‘a quintessential interpersonal interaction with the general goal that one person, the supervisor, meets with another, the supervisee, in an effort to make the latter more effective in helping people’.  Saplin describes supervision as a process of critical reflection in which youth workers discuss ongoing work and their professional development.  
I receive regular supervision with my manager so I knew the format it should take, Hawkins and Shohet (2003) would argue that you cannot expect to give good supervision unless you have first learned to receive supervision and be a proactive supervisee.
To be a good supervisor there are many qualities you should have: -
You should be empathetic, have a good understanding of the role the supervisee has, unconditional positive regard, congruence, genuineness, can handle power appropriately, warmth, flexibility, concern, attention, investment, openness, patience, Investment, humour and also being able to see the same situation form a variety of angles.  (Carifio and Hess, (1989:27). 
As youth workers we are informal educators and we often practice under difficult conditions, we hear a lot about what our young people have endured within their short lives this is sometimes difficult to process. There are also pressures on the supervisor (management) where discussions need to be had about grant funded projects and our performance. The youth Service in Wales are facing significant budget cuts as part of the Welsh Governments draft budget. Since 2010 there has been a noticeable decline in funding for youth service Wales. Between 2010 and 2018-19, the finding dropped form £1.4 billion to just under £429 million making a decline of 70%.
Ingram and Harris (2001: vi-vii) argue that the result of these pressures can be that the youth worker who started as a well-rounded person get de-motivated and in need of guidance and support from colleagues and supervisors.
Supervision encompasses various functions each critical to ensuring effective guidance and development.
Kadushin (1992:20) identifies supervision as holding within three different functions.  
Administrative – this focuses on ensuring that organisational policies and procedures are effectively implemented. Performance monitoring/Resource Management / Policy enforcement / Record keeping.
Educational – this focuses on continuous development, providing training, mentoring, and facilitating professional development. The focus is on progressing your knowledge, attitude and skill that’s required to carry out your role.  This is actioned by using reflective practice, a safe trusting environment is created so the supervisee can honestly reflect on their work and discuss any development needs.
Supportive – This aims to foster a positive and productive work environment.  It should provide emotional support and guidance.  Supervisees should feel they are able to offload and feel listened to.
Proctor (1987:24) offers 3 functions for supervision, understanding that these will sometimes potentially conflict: Formative - taking responsibility for the development of skills, knowledge and understanding.  Normative – Taking responsibility for the standards and ethics, ensuring the supervisee makes effective use of themselves.  Restorative – Attending to the emotive aspects of work, including the effects of working with those with troubles.
Within the organisation I work they introduced the Supervision Policy in October 2018; this was developed to ensure effective oversight and management of employees.  Promoting consistency and adherence to best practice. The policy states supervision is the right of every employee.  Supervision is, according to Lord Laming, the “cornerstone” of good social work practice – an opinion reiterated by the Munro review (SCIE, 2015).
I felt completely overwhelmed and nervous at the thought of being responsible for all aspects of the supervision.  There were the dates to arrange – both parties work full time so arranging 4 one-hour sessions was sometimes difficult.  Where we were going to meet, the first meeting was held in a coffee shop this had its own challenges it was busy and loud I felt easily distracted. Changing the venue to a private room in our work building felt much more relaxing I was able to arrange the seating creating a safer and more relaxed atmosphere.  Mobile phones were put on silent, so there were no distractions.  On reflection knowing the supervisee was at the start of the process an advantage, I didn’t feel self-conscious if I made a mistake, it was in front of my friend, and I could just correct it.  We were aware we would be discussing live cases so we agreed at the beginning of our sessions that although the sessions were confidential if any safeguarding concerns were raised then we would make our manager aware.
I have the self-awareness to know I have a lot of the qualities to be a supervisor, and this helped with the overall interactions, I am empathetic and was able to understand the stresses of her role, I was able to offer guidance on ways to reduce this in her current position.  I have excellent communication skills as youth workers this is at the forefront of every engagement with the young people we work with.  I had to learn to be a more active listener – as we are friends it took some time to remember this was a professional conversation and to allow the supervisee to talk without interruption. This got better with every interaction.   Technique can be seen and/or heard – e.g. observing, listening, questioning, exploring, reflecting, suggesting choices, drawing out more information, conceptualising, relating knowledge to previous knowledge analysing and drawing conclusion and using records (Tash, 1984).  Notes were taken, dated, and signed by both parties. 
The Code of Occupational Ethics for the Youth Service in Wales (February 2012) identifies that as youth workers have particular responsibilities to adhere to, it states that youth workers should work with young people in a way that clearly demonstrates a commitment to the purpose, principles and values of the occupation. It is also written that we should regularly reflect upon attitudes and methods of intervention. 
The sessions were formal and planned and followed the guidelines set out by Carmarthenshire County Council., discussion on your current cases/projects/ activities. Safeguarding / Public Protection / Risk Management. Team updates / staffing opportunities/ issues. Performance – Grants/budgets / Personal Objectives / Training needs / taken / Personal needs.  
Practice Log 2 
Supervision has many critical functions, each one aimed at ensuring effective management and support to all employees, assisting with their professional development. 
Sapin (2009) identifies the importance of creating and environment which will support and challenge the supervisee.  Sapin (2009, p. 188) emphasises the importance of having “a planned approach to supervision”.
Supervisors are responsible for the planning and implementation of supervision understanding the type of supervision that is required and create a safe inclusive environment.  They must track progress and manage performance against standards which had been set and implement corrective actions to address any deflection from achieving set targets.  Supervisors also ensure that policies and procedures are followed adhering to regulations and standards fostering personal and professional growth.  A good supervisor should motivate and encourage they play a critical role in motivating staff and to foster a positive work environment. Recognise good performance.
Supervisee must recognise and identify training needs the code of occupational ethics for the youth service in Wales states that educational needs within the occupation are paramount.  The supervisee should feel they are being guided through personal and professional development and mentored for continuous growth.
During my sessions we discussed LH’s case load, I actively listening and felt I valued her experience and provided critical feedback where I thought it was required. Action planes were made, and we identified new learning opportunities. 
Boundaries in supervision are important for maintaining a professional and effective relationship between the supervisor on the supervisor. Clearly defining the roles and responsibilities of both parties, always remaining professional this includes respectful communication and adherence to company policies.  This was difficult at the beginning of the sessions with LH as we are friends – I had to adapt my language communication style as it was far too familiar, as I stated earlier, we both agreed that conversations would be kept confidential unless any safeguarding concerns arose then we would pass this information to a senior safeguarding officer.  I feel it did cross an ethical boundary as we were friends and in hindsight, I should have chosen someone I didn’t know so well. 
 Kadusin’s model of supervision 
Administrative – the promotion and maintenance of good standards of work, co-ordination of practice with polices of administration, the assurance of an effective and smooth-running office.
Educational – the educational development of each individual worker on the staff in a manner calculated to evoke him/her to fully realise her possibilities of usefulness.
Supportive – The maintenance of harmonious working relationships, the cultivation of esprit de corps.
Managers should take responsibility for monitoring and improving the work of others. This is determined by the ability to improve the work of others. Managers are expected to develop relationships environments that enable people to work together and adapt to changes.
The primary focus if supervision is to provide a regular space for the supervisee to reflect upon the content and process of their work, to develop understanding and skills within their work – this is the educational part of Kadusin’s model.  Receiving information on another perspective concerning ones work and receive him both contact and feedback is both educational and supportive.  The supportive part of Kadusin’s model states there should be validation and support both professionally and personally, that the supervisee is not left carrying unnecessary difficulties or problems.
The administrative part includes having space to explore and express personal distress that may be brought on by work. To plan and utilise resources better, to be pro-active and to ensure quality of work.
Supervision in youth work can be extremely difficult, youth work by its very nature is unknown, ever changing and very challenging, youth workers hear and witness a lot of disturbing things. We run into many things and as humans that can test us and contemplate staying in this profession.  American academic Donald Schon suggests that it was the ability of the individual to reflect on action, as a means of continuous learning, that was a defining characteristic of professional practice. Receiving support and supervision can support youth workers to act when there is no rule book, act based on common sense, act and work in a way that represents the organisation you work for and to feel supported with the actions you take.
Joan Tash (1967) was a significant commentator of supervision in youth work practice.  She highlights the importance of supervision as a forum for learning. 
Learn from practice – Knowing that not all learning for work cannot take place in a classroom, value must be place with on the job learning this happens because of reflection.  Workers are encouraged to learn because of reflecting and evaluating their practice.
Learning to use values and feelings - Within youth work personal feelings and values can help but also be a hindrance.  Youth workers need a level of self-awareness which will help them consider the impact of their self within interactions.  Supervision is a way to receive feedback in this area, challenge and explore new learning opportunities.
Learning to use theories – this will assist in supporting youth workers learn through drawing on more traditional information, this can achieve a greater understanding and take into consideration the factors impacting and influencing their work.
Learning to manage time – Through work planning with the supervisor identifying priorities, this way the youth worker can work effectively within policies and procedures.
Key components of effective support and supervision are agreeing clear aims, roles and outcomes for supervision, being prepared, having openness to structured feedback, being able to ask for what you need and having the time and space to do this. Confidentiality and drawing up a contract.
Hawkins and Shohet (2006) noted that offering feedback to the supervisee is one of the most important tasks of the supervisor.  Giving advise being direct and instructive. Being informative the focus here is pointing the individual of relevant information.  Confrontative providing challenge and direct feedback this approach can accelerate learning and self-awareness. Cathartic asking questions that acknowledge the pressure that youth workers are under. Catalytic by encouraging action through their personal reflection. 
Practice Log 3 (800 words)
Whilst completing my four hours of supervision, I saw myself in the role of leader not manager I tried to guide my supervisee and motivate. “Leadership is the behavioural process of influencing individuals and groups towards set goals” (Barrow, 1977, p32)
Yuki (2007, P7) suggests that leadership is the process of influencing others to understand and agree about what needs to be done and how it can be done effectively, the process of facilitating individual and collective efforts to accomplish the shared objectives.
 The first two sessions felt very uncomfortable and unnatural, yes, we were friends and we had often discussed cases and shared experiences but making it a formal interaction made me feel inexperienced.  The supervisee has been in the role longer than me so what advice, and guidance could I give.  I am a youth worker and possess the skills to be a youth worker I have good communications skills, I’m empathetic and understanding, I’m patient, I have been a mentor for other staff members so I just had to pull on all these skills and believe I could. This was a professional meeting not a social one, although it was difficult knowing the supervisee on a personal level.
Whilst discussing LH’s cases. There was a particular young person that was proving difficult to engage with, with every interaction the young person just seemed more distant, we discussed other forms of interactions maybe asking them to join drop in where there are other young people their age and she could meet other people that LH supported showing that LH had formed trusting relationships with other young people.  They had also arranged a litter picking afternoon at the local beach which the young person attended. She finally started to open up to LH and it came to light that the young person was struggling financially as she had been sanctioned by universal credit for not attending an appointment, she had no electricity and was very low on food.  The young person has no family round the area she was living and seemed embarrassed to talk about her predicament.  On the third supervision session we discussed ways to help this young person, first was taking her to the job centre and trying to sort out why her payments were stopped, ordered a food bank and we applied for a discretionary fund in work to get her electric.   I feel all three of Kadushin’s model were used here administrative, educative, and supportive. I think I demonstrated a democratic leadership style this can also be known as participative leadership, its where leaders value the input and collaboration of the team members to help make decisions.  Other characteristics of demographic leadership include participation and involvement, collaboration and teamwork, empowerment, transparency, flexibility motivational, trust and respect. This style of leadership works effectively where you have skilled, motivated, and capable members contributing to problem solving. 
As the weeks progressed on my supervision with LH I felt that I was able to relax more into the role, my confidence grew and I knew the agenda.  The small stuff like writing whilst talking took a lot to master my writing was either illegible or I was stopping the flow of conversation to take notes, this got easier with experience, and I learnt just to report the important points.
As I explained earlier deciding where supervision should be held was difficult, we opted for a coffee shop for the first, but it was busy and loud with far to many distractions and made it feel like to friends meeting for a coffee not a professional meeting so this was changed to a meeting room in work, quiet undistracted and a little more formal.  
Reflecting on this experience I would like to try supervision again but this time I would choose someone I didn’t know personally, and someone new to the position.
The youth work national occupational standards state the importance of personal, social and political development and this is also how we should feel about youth workers.  We should be concerned by how youth workers feel and not just how well their job is done. We should empower our youth workers and encourage them to influence the environment they work in. Most importantly we should safeguard the welfare of all that work with in a youth setting.

Critical Review (1000 words)
Leaders are found in many types of groups within different sectors of our society.  Corporate and business organisations, Government and public sector, non-profit and community organisations, Sports teams, friendship groups and social movements and activist groups. Good leaders typically have a combination of qualities and skills that enable them to effectively guide and inspire others. Leaders can set clear goals have effective communication, they have integrity and honesty, possess emotional intelligence.  They are decisive and resilient.  They have good problem-solving skills and team building skills. 
These are the people that usually have the best ideas, people seek to follow and seem to be able to influence others to make them follow.
“Leadership is the behavioural process of influencing individuals and groups towards set goals” (Barrow, 1977, p.32)
You do not have to hold a manager position to be a good leader.
According to Kotter (2001) leadership sets a direction, develops a vision, and promotes change whereas a manager is concerned with providing consistency through planning.
Managers play a critical role in organisation and ensuring that set goals are achieved efficiently and effectively. They work to a certain pattern whereas leaders would help create a new more efficient one.  
Key responsibilities of a manager would be planning setting objectives, structure to teams defining roles for the employees.  Managers would monitor performance.  Managers are more likely to be direct – give clear instructions and oversee the task, managers concentrate on the process and ensuring compliance with policies and procedures. A leader’s approach would be different they motivate and inspire through their enthusiasm and vision, they build strong relationships and focus on empowering and developing the team.   Whilst managers are direct, transactional, and process-centered leaders.
Leaders can be chosen through many methods depending on the context, organisation, or group such as elections for a political leader they are elected through democratic voting. Internal promotions based on performance and experience.  Emergent leaders are individuals who naturally rise to a leadership position within a formal group by gaining influence and assume the leadership role through their actions, behaviour, and the respect they earn from their peers.  They are naturally influential and charismatic.  Emergent leaders often align closely within the groups needs they are flexible and can adapt with the group and is based on genuine commitment to the group. Their influence is built on competence and emotional intelligence.
The method for selecting leaders varies but the goal is to identify the qualities and skills to guide and inspire others.
Leadership and management styles vary with their approach and supported by different theories. These styles that they adapt will be based on a person’s beliefs, experiences, values as well as the organisations culture and purpose.
There are four main leadership theory, trait theory it states that individuals possess certain inherit traits that influence their behaviours, thoughts, and emotions.  Behavioural Theories concentrates on external behaviours, this behaviour can be learned through interactions. Contingency theories posits that there is no single best leadership style, they focus on variables related to the environment.  Instead of advocating for one consistent leadership approach this theory suggests that leaders should adapt their style based on the circumstances. Transformational theory this is also know as relationship theory and it focuses on the connections between leaders and followers.  They motivate and inspire by helping members see the importance of higher good on the set task.  They usually have high ethical and moral standards.
Kurt Lewin identified three different types of leadership. 
· Authoritarian (autocratic) leadership – This is where the leader makes all the decisions without consultation, this will increase productivity in the short term, but is detriment to long term engagement, creativity, and motivation.
· Participative (democratic) leadership - The leader involves the entire team in decision-making. This leads to strong engagement form the team.  Democratic decision-making is usually appreciated.
· Delegative (laissez-faire) leadership – This is hands-off leadership where the team members make all the decisions this can also be known as “zero” leadership.  This works well in highly skilled and self-motivated teams.

‘The manager is the dynamic, life-giving element in every business.  Without leadership the resources of production remain resources and never become production.  In a competitive economy, above all, the quality and performance of the managers determine the success of a business, indeed they determine its survival.  For the quality and performance of its managers it the only effective advantage an enterprise in a competitive economy can have’ (Drucker, 1955, p. 3)
Youth work managers should perhaps remember that most youth workers are highly motivated to do their job, many regarding it as a vocation or a calling (Doyle, 1999).
Hussey suggests that managers and leaders need awareness and an understanding that there are diverse ways to manage and that a one fits all approach will not be effective. For youth work this style is a good approach as it instils a shared purpose of responsibility.  Unfortunately, modern youth work has become more concerned with quantity and not quality we are more results driven than ever before.
Managers and leaders of youth and community organisations have some difficult challenges in balancing the distinct nature of youth work against the increasing emphasis being pushed forward by a ‘continuing political agenda’ (Rose 2010, p. 158).
As a youth worker a large part of my role is administrative, recording each interaction, completing assessments to prove what work I have done to obtain more funding all this time is taking away from action time with the young people we are here to support.  All young people are unique, and the support varies for each one how can this be measured and result driven.
Hannagan (2002, p.57) suggests that managers make judgements about managerial style to use based upon two assumptions they have of their employees.
Theory X is based on the assumptions that employees don't really want to work, lack ambition, and need constant supervision. 
Theory Y is based on the assumptions that employees want to work, want to take responsibility, and do not need much supervision.


Conclusion 
Hopefully I have demonstrated that I planned and managed four hours of effective supervision in a youth work setting and critically evaluated my role and function of effective supervision. I have shown how I felt during those supervision sessions and how I feel I grew in confidence and ability I have described what happened and used reflective practise to evaluate these sessions.  I have demonstrated my understanding of theories in leadership and management and linked to youth work practices I have also discussed how the financial challenges facing all youth work settings are impacting the services we offer.
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