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Introduction 
The purpose of youth work is to: 

Enable young people to develop holistically, working with them to facilitate their personal, social, and educational development, to enable them to develop their voice, influence, and place in society and to reach their full potential.
(CLD Standards Council Scotland, 2019, p. 4) CLDSCS)

Its ‘voluntary’ principles are underpinned by its values of ‘participation, equity, diversity, and inclusion’ (CLDSCS, 2019, p. 5). At its heart is ‘respect’ for young people, and youth work provides them with ‘opportunities for learning that are educative, participative, inclusive and empowering’ (YWIWRG, 2019, pp. 8-9). 
Throughout this portfolio, I incorporated the concept of praxis which is defined by White (2007, p. 226) as ‘ethical, self-aware, responsive, and accountable action.  Freire (1972, cited in Sapin, 2013, p. 220) refers to ‘praxis’ as the reflection and analyses of issues which arise from practice, to identify and plan transformative action’. To develop praxis, I engaged in a process of continuous learning, reflecting on my work and planning developments which align to youth work principles (Sapin, 2013, p. 220).  
Throughout, I utilised different theories, and approaches to guide my practice (Sapin, 2013, p.4). Schon (1982, cited in Woods, 2001, p. 251) suggests that the work of a youth worker ‘demonstrates complexity, uncertainty, instability, uniqueness, and value conflict’. Therefore, throughout the first three practice logs, I maintained ‘praxis’ by engaging in a process of supervision. These ‘challenging discussions concerning practical and ethical dilemmas’, assisted my ability in maintaining ‘focus for participative and anti-oppressive practice’ (Sapin, 2013, p. 220).  The second part of the portfolio identifies different theories and approaches to effective leadership and management within youth work and considers the challenges associated with a constantly changing climate. 
Practice Log 1
[bookmark: _Int_XvXr7qXH]For a university assignment, I was required to become a supervisor for the first time. According to Sapin (2013, p. 220), ‘supervision is a process of critical reflection’ where youth workers can ‘discuss their ongoing work and professional development issues with another practitioner, to identify clarity about roles, and the relationships between values, practice and development’. 
Four sessions of supervision were completed with a trainee youth worker, herein referred to as the ‘supervisee’. Each one-to-one hour-long session took place weekly, over a four-week period.  In this first practice log I reflected on my experience as a supervisor and considered its important aspects. These are highlighted by Sapin, (2013, pp. 221-222) and include ‘establishing the supervisory relationship, creating an appropriate environment, and identifying boundaries’.
Becoming a supervisor 
Becoming a supervisor for the first time made me feel anxious. I felt a lot of pressure to ensure a positive learning experience, not only for myself, but for the supervisee too. This motivated me to gather as much information as I could from reading and reflecting on my experiences of being a youth worker and a supervisee.
As the supervision process began, I made sure to plan and organise myself effectively which eased my feelings of stress and anxiety. Sapin’s Planned Approach (2013) informed my praxis for supervision by providing a strategic model outlining its various aspects and methods. I utilised this model throughout, helping me to effectively prepare, establish the relationship, examine practice, and finalise the supervision process.
Establishing Boundaries 
According to Sapin (2013) the creation of a supervision contract is a fundamental element for the establishment of the supervisory relationship. Identifying boundaries within our initial session, gave the supervisee and I the opportunity to build rapport and gain clarity and understanding of the ‘function and nature of our relationship’ (Sapin, 2013, p. 224). 
Sapin (2013, p. 224) suggests that ‘communication’ and a mutual agreement regarding ‘practicalities’, expectations and approaches helps the relationship thrive. Therefore, the supervisee and I discussed and documented our agreed practical arrangements for supervision including ‘timing, setting, frequency, approach, ethical boundaries, confidentiality, and record keeping’ (Sapin, 2013, p. 225). I accommodated these arrangements to best suit the supervisee’s needs. Furthermore, we developed an agreed structured agenda for each session as Sapin (2013, p. 227) suggests that ‘a consistent pattern for sessions can support focused and helpful discussions’. This agenda included the development of written recordings from the supervisee’s practice which they agreed to bring to each session for further exploration. 
Creating an Appropriate Environment 
I created an environment for both the supervisee and I to feel comfortable and relaxed in, allowing us to express ourselves freely. During the first session, the environment presented some issues. Nevertheless, after reflection, I was able to correct these issues for subsequent sessions. For instance, I thought I chose a private space, but there were unforeseen instances where others walked in and out, disturbing our concentration and flow. I corrected this by booking private rooms in advance for all other sessions. These rooms were light, spacious and airy, the supervisee chose where to sit, and I would adapt to suit their needs.  


The Supervisory Relationship 
Within the initial stages of supervision, it was crucial that a foundation of trust was created to pave the way for a professional working relationship. To establish this foundation, I created a warm and welcoming environment where both the supervisee and I could feel valued, comfortable, and relaxed. I had recognised the importance of facilitating an environment where the supervisee could ‘feel secure, safe and supported’ (YWIWRG, 2019). Creating a mutual contract at the outset of our relationship, allowed us to identify boundaries, create an equal partnership, and a shared responsibility for learning and decision-making (YWIWRG, 2019). This reflects the participative principle of youth work practice.
Throughout the supervision sessions, I provided guidance, feedback, and encouragement which fostered the supervisee’s professional development. Over time, our relationship evolved, becoming more collaborative and open, enabling the supervisee to build confidence, develop new and existing skills, and take on more responsibilities within their workplace. The supervisee began expressing their challenges and reflected on these experiences. I felt more connected to the supervisee, understanding them more, and their needs, interests, and goals. As time went by, I developed skills in active listening. This helped me feel more confident in my responses and feedback. This progression culminated in a strong, respectful, and mutually beneficial supervisory relationship, demonstrated by effective communication, and a sense of empowerment.
When it was time for the supervision to come to an end, I felt a sense of accomplishment. The supervisee expressed her gratitude for my support, identifying the importance of supervision for overcoming issues in their everyday practice, and finding solutions for growth. I believe that our working relationship was effective and could have continued. 

Practice Log 2- Functions of Supervision 
There are many different models that relate to the functions of supervision. One of these models is Kadushin’s theory of functions (1976, cited in Curriculum Development Unit, 2014, p. 9), which suggests that there are three main areas that supervision should concentrate on. These areas are ‘educative, administrative and supportive’. Kadushin’s theory relates more specifically to a supervisor within the context of an organisation (Curriculum Development Unit, 2014, p. 9).  
Proctor (1987, cited in Scottish Government, 2021) on the other hand, has a differing perspective. His theory concentrates on improving the learning opportunities and relationship between the supervisor and supervisee, referring to the three functions of supervision as ‘formative, normative and restorative’.
Educative or Formative Function
According to Kadushin (1976, cited in Curriculum Development Unit, 2014, p. 9), the educative or teaching function focuses on the ‘identification and development of skills, knowledge, and attitudes’ in relation to the supervisee’s everyday practice. Using the process of reflection through professional discussion can lead to the identification of further training required by the supervisee (Curriculum Development Unit, 2014, p. 9). Similarly, Proctor identifies the formative function of supervision as the development of skills, knowledge and understanding (Scottish Government, 2021). Here, the focus is on learning through reflecting on one’s individual practice, through reflective discussion with another (Curriculum Development Unit, 2014, p. 9). Alongside developing learning through reflection, individuals are also able to identify strengths or issues that can be further developed through training (Curriculum Development Unit, 2014, p. 9). 
Within my role as a supervisor, it was important that I acknowledged and understood which function of supervision was relevant to each situation so I could respond appropriately to the supervisee’s developmental needs. For example, in one of our supervision sessions, the supervisee brought a written record of an incident from practice which they wanted to discuss, as this was a particularly challenging issue for them. They were beginning to build rapport with young people they worked with, however, there was a barrier affecting the supervisee’s ability to have meaningful conversations. To address this barrier using an educative or formative approach, involved exploring different communication strategies and theories to enhance the supervisee’s ability to develop and facilitate meaningful conversations. We discussed active listening techniques and non-verbal communication cues recommended by Sapin (2013, pp. 228-229). We discussed the importance of ‘empathy’ in fostering trust and connection with young people (McLeod, 2023). Facilitating a reflective dialogue, encouraged the supervisee to further explore their own feelings, biases and assumptions that could have been affecting their interactions. As the supervisee also worked with young people from different backgrounds, it was agreed that they would attend a training course on diversity to enhance their understanding and respect for young people from different backgrounds and develop effective communication techniques. By responding to the supervisee using the educative or formative function I was able to help them learn and grow professionally, develop skills, build confidence, and ultimately contribute to their professional development and progression. This should then have an indirect but positive impact on the young people they work with. 
Supportive or Restorative Function
Kadushin (1976, cited in Curriculum Development Unit, 2014, p. 9) states that the ‘supportive function of supervision focuses on offering a ‘space’ for reflection and ‘purposeful dialogue’, allowing the supervisee to articulate, acknowledge and release some of the pressures they are facing in practice. By giving their time and full attention, a supervisor can help the supervisee feel understood and supported (Curriculum Development Unit, 2014, p. 9). By focusing on them as an individual, their feelings and challenges, a supervisor can help the supervisee identify specific issues and potential solutions to their problems (Curriculum Development Unit, 2014, p. 9). According to Proctor’s model of supervision, the restorative function focuses on the ‘health and wellbeing of the supervisee’. (Scottish Government, 2021).
In one session of supervision, it was apparent that the supervisee appeared quite deflated and stressed. She expressed she was feeling discouraged and inadequate within the context of her work placement. I responded using the supportive or restorative function by acknowledging their feelings of uncertainty and self-doubt. I stated that it is natural to feel uncertain at times, especially when starting a new role. I highlighted their strengths of dedication and enthusiasm for learning, which are valuable assets to the profession. According to Yes Futures (2022, no page), a strengths-based approach has a deep link to ‘positive psychology research’ and supports ‘wellbeing’, ‘higher engagement’, ‘less stress’ and improved educational ‘achievement’.
By allowing the supervisee to express their thoughts and feelings through dialogue they were able to uncover the specific issue that needed to be addressed. The need for further clarity, regarding their role and expectations within the organisation that they worked, was identified. As a result, the supervisee organised a meeting with their line manager, which enabled them to gain clarity regarding the expectations of their role.  
This response illustrated the restorative or supportive function by acknowledging the supervisee’s feelings of uncertainty and self-doubt, offering support, and proposing a solution-based approach to overcome issues. The response also illustrates the educative or formative function of supervision as further developmental needs were identified and addressed. 

Administrative or Normative Function
The administrative function is ‘concerned with sharing responsibility for work standards and practice’ (Harrisson and Wise, 2005, p. 217).  This function focuses on ensuring that practice reflects the ‘philosophies, policies and priorities of the agency’ (Curriculum Development Unit, 2014, p. 9). According to Proctor (1987, cited in Scottish Government, 2021, no page), the normative function focuses on ‘the ongoing monitoring and evaluation related to the quality control aspects of professional practice’. 
In this instance, my work with the supervisee does not fully reflect the model proposed by Kadushin or Proctor as the supervision I offered was non-managerial (Woods, 2001). As a result, it could be argued that I am not responsible for overseeing the work of the supervisee in terms of the organisation’s requirements (Woods, 2001). Nevertheless, Smith (2011, no page) argues that ‘non-managerial’ supervisors do have an ‘administrative responsibility’. They further state that if supervisees are consistently failing to fulfil ethical standards of practice or are a potential risk to young people or others in some way, supervisors ‘have a responsibility to act’. 
In my non-managerial role, my response using the administrative or normative function, involved establishing a supervision contract, outlining professional expectations and ethical boundaries in relation to supervision and youth work. In terms of youth work, it was important to highlight that our work lies in accordance with the National Occupational Standards for Youth Work (CLDSCS, 2019) and the Code of Conduct for Youth Work in Wales (ETS Cymru Wales, 2012). These provide a framework for our professional conduct and values in youth work. The contract aligned with these standards highlighting aspects such as ‘confidentiality, equity, diversity and inclusion’ (CLDSCS, 2019, p. 5) and maintaining professional boundaries at all times, throughout practice. As an external supervisor, I was unfamiliar with the policies and procedures relevant to the supervisee’s workplace. Consequently, it was important that the supervisee took responsibility for meeting the requirements of their organisation or had the relevant internal supervision to ensure this took place. 
Harrisson and Wise (2005, p. 221) argue that often, more importance is placed on one function as opposed to the others. They note that this is particularly apparent in youth work practice, ‘where deadlines, goals and funding regularly dominate’. Much of the time it is the ‘supportive function that often gets least attention or is sidelined’ for more ‘important and pressing matters within the administrative model’ (Harrisson and Wise, 2005, p. 221). It is important to highlight that in all our sessions my response utilised each of the functions appropriately to suit the needs of the supervisee. This meant that, at times, every function needed attending to. 












Practice Log 3- Analysis of Learning
Supervision is an important tool for reflective practice. Sapin (2013, p. 220) describes supervision as a ‘critical process of reflection in which youth workers’ can ‘discuss’ their current practice and professional development ‘issues’ with ‘another practitioner’ to ‘identify clarity about roles and the relationships between values, practice, and development’.
Throughout supervision, I utilised Sapin’s (2013, p. 221) ‘Planned Approach to Supervision’. I utilised this method to plan and organise the process efficiently and effectively. Furthermore, I utilised Hawkins and Smith’s (2006 cited in Curriculum Development Unit, 2014, p. 13) ‘CLEAR Model of Supervision’, which outlines several phases within the ‘support and supervision process’. These phases include ‘creating a contract, listening, exploring, actioning and reviewing’. 
It is important to highlight the values of youth work outlined in Sapin’s (2013, p. 4) ‘Framework for Professional Youth Work Practice’ as 'having a positive, participative and anti-oppressive approach’. The principles include ‘voluntary participation, pro-active anti-oppression, confidentiality, accountability and continuous professional development’. Throughout the supervision process I demonstrated many examples of ethical practice. For instance, I demonstrated the voluntary principles of youth work by ‘creating a welcoming and accessible environment’ for the supervisee to feel ‘safe and supported’ (Sapin, 2013, p. 7). 
Ethical practice in supervision involves maintaining professional boundaries (Sapin, 2013). According to the National Youth Agency (2021, p. 6), ‘the practice of maintaining boundaries is a dynamic, and sometimes emotional endeavour’. There is a ‘critical need to be mindful and reflective about our work’. ‘Youth workers have a personal responsibility to continually develop, process boundary issues and have an ethical responsibility to hold each other accountable’ (National Youth Agency, 2021, p. 6). To identify and establish boundaries, the supervisee and I discussed and documented an agreed contract, outlining ethical boundaries and the practical arrangements for supervision. 
Another principle of ethical youth work praxis is the process of engaging in ‘continuous professional development’ (Sapin, 2013, p. 8). Prior to supervision, I recognised the need to gain knowledge and understanding of the ‘Code of Conduct for Youth Work in Wales’ (ETS Wales, 2012). I utilised this framework to guide my decisions and role-model behaviour for ethical standards of practice. Sapin (2013, p. 224) emphasises the importance of ‘locating oneself’ throughout the supervision process. As a result, I ‘located myself’ prior and several times throughout the process to ‘reflect, analyse and evaluate any acquired skills, knowledge, attitudes, and values that were relevant to supervision’ (Sapin, 2013, p. 224).
Prior to becoming a supervisor, I realised the need to enhance my ability to facilitate reflection. Throughout supervision I developed skills in active listening. Sapin (2013), and Hawkins and Smith (2006), highlight active listening as a valuable skill for supervision. According to Sapin (2013, p. 228) ‘supervisors strive to provide an appropriate balance between stimulating reflection, listening and feedback’. I attentively listened to the supervisee in sessions, paying attention to ‘both verbal and non-verbal forms of communication’ (Sapin, 2013, p. 228). For instance, the supervisee stated they felt ‘fine’, yet their body language (arms folded, and tone of voice) led me to believe otherwise. Further problem-posing questions led to the identification of specific issues and the discovery of potential solutions (Sapin, 2013, p. 228). I recognised the need to acquire different methods for providing effective feedback. Sapin (2013, p. 230), emphasises the importance of affirming and confirming positive practice and developments, as well as identifying and valuing the specific ‘skills and knowledge’ informing their ‘actions’. I utilised this strength-based approach throughout the process of supervision and thankfully, much of the supervisee’s practice related to good practice. 
According to Sapin (2013, p. 230) different ‘framing techniques’ can assist in a change of perspective.  Going forward, I believe I need to develop in this area, to ensure that my responses provide insight, as opposed to hindering communication (Sapin, 2013, p. 230).  I will continue to engage in reflection with my current supervisor, and research further methods and techniques to inform my praxis in relation to providing feedback. 

To conclude, reflective practice is essential for effective youth work, and supervision is a transformational tool which aids this development. Both youth work and supervision are value-driven practices, where reflection on praxis is continuous. To lead and manage myself and others effectively and appropriately, I must work in a way that reflects youth work values, principles, and ethical standards. I need to be pro-active and engage in continuous professional reflection and development to ensure that my personal experiences and perspectives are utilised appropriately and that any boundaries and barriers to my role are clarified and addressed.  I must utilise and encourage the benefits of supervision and reflective practice for myself, and other practitioners. Ultimately and most importantly, effective supervision will have a positive impact on the young people that are being supported.   







Part 2- Leadership and Management 
According to the National Youth Agency (NYA, 2005, p. 2), managers should have the right knowledge, skills, and tools to guide and adapt their organisations through continuous change, whilst embodying values and creating long-lasting impacts on young people.  Today, managers at every level, ‘must be able to lead’ by inspiring and motivating their team in a direction that delivers exceptional services to the young people they support ‘(NYA, 2005, p. 2). Managers must cope well with ‘complexity and change’, by continuously reflecting on their practice, and empowering their workers to do the same. (NYA, 2005, p. 2).
Youth work management should underpin the principles of ‘participation, equity, diversity and inclusion’ (CLDSCS, 2019, p. 5), by creating equal partnerships, benefitting their staff and the lives of young people, and their communities. 
According to Tyler (et al, 2009), ‘people are the most valuable resource of any organisation; without good people, projects fail’. A manager’s role is to ‘to draw out the best from that resource’ (Tyler et al, 2009). Tyler (et al, 2009) continues to note that ‘most people thrive best in an environment where they have clarity of their role, feel competent, have some ‘control’ over its approach, and receive rewards for their work (Tyler et al, 2009, p. 42). This reflects McGregor’s Theory Y which recognises that people want to work and take responsibility it its approach (Hannagan, 2002, p. 57). Youth work reflects Theory Y as it involves empowerment, recognising potential, and creates environments for individual’s holistic development (YWIWRG, 2019). 
According to Tyler (et al, 2009, p. 42), a successful manager finds a balance between their workers ‘needs and motivations’ and that of their organisation. A manager who leads by these actions can be referred to as a ‘servant leader’ (Lindberg, 2023, no page). This type of ‘democratic leadership’ reflects youth work’s participative principle (YWIWRG, 2019) as it allows the workers to take an active role in its 'decision-making’ processes. According to Tyler, (et al, 2009), the management of people is complex. There are many policies in place relating to equality and the fair treatment of employees, and managers must seek the necessary support, and training to prevent any issues from arising (Tyler, et al 2009).  They must ensure appropriate recruitment processes are carried out and staff understand what is expected of them (Tyler et al, 2009). Managers should establish clear ethical guidelines, and values which underpin youth work practice and ensure that contracts are drawn to identify boundaries (Tyler et al, 2009).

Creating Equal Opportunities 
Youth work reaches young people from a range of backgrounds who are facing significant challenges. Therefore, organisations need to employ the most effective workers who can support their holistic development. They need workers who bring insights to the work, develop their own skills and potential, and are positive role models for young people’ (Tyler et al, 2009, p. 46). It is important that organisations have strict measures for ‘promoting equality of opportunity’ by ‘fostering positive attitudes amongst the whole team’. This can have ‘enormous dividends’ for young people (Tyler et al, 2009, p. 46).  
‘Democratic leadership’ encourages diversity and differing perspectives’ by creating a ‘culture of trust, respect and openness’ through an approach which enables its workers to share their ideas with their team (Lindberg, 2023).  Therefore, just like working with young people, it is essential that managers employ a range of different ‘communication methods’ so all staff can ‘engage and be heard’ (Thompson, 2021, no page). Many organisations can become ‘stuck in one way of thinking and communicating’ failing to recognise the diversity and insights of each worker’s unique experiences (Thompson, 2021, no page). To encourage ‘equity, diversity and inclusion’ (CLDSCS, 2019) managers must utilise a variety of communication methods such as ‘meetings or phone calls’ or ‘asynchronous’ methods such as ‘messaging platforms or emails’ (Thompson, 2021, no page). Some workers ‘flourish in a group setting whilst others work best one-to-one' (Thompson, 2021, no page). Managers must ‘create spaces’ for all their staff to ‘receive feedback’ (Thompson, 2021, no page). By ‘fostering a sense of value and welcoming honest feedback’ workers can ‘feel safe, supported and celebrated’ (Thompson, 2021, no page). Some organisational structures, particularly ‘hierarchies’ only allow ‘space’ for certain people to express their opinions and ideas (Thompson, 2021, no page). Decisions are the most ‘inclusive’ if they involve a ‘diverse range of people’. Managers must be ‘open about upcoming decisions’ as this demonstrates that they ‘value the participation’ of their team. By creating a supportive environment which fosters the values of ‘participation and active involvement’, and ‘equity, diversity and inclusion’ workers will feel valued and respected, contributing to ethical behaviour, a more productive workforce, and an influx of creative ideas for young people’s development.  

Challenges 
Arguably, one of the most significant challenges of youth work its ‘lack of resources and support’ (Long, 2016, no page). Most youth work organisations are required to work with ‘limited budgets, staff, and facilities’, and it is not easy to offer ‘high-quality programs and support for young people’ under these circumstances. Managers must overcome these challenges by encouraging creativity and resourcefulness (Long, 2016, no page). This could involve creating partnerships with other ‘organisations’, ‘seeking grants’ or other means of funding, and building on the current ‘strengths and assets’ within the community. It involves building meaningful ‘relationships’ with ‘local businesses and community organisations’ to establish a ‘wider network of resources and support’. (Long, 2016, no page). An additional challenge of youth work is the ‘complexity and diversity of the issues’ affecting young people. Today, the current climate poses various threats relating to young people, such as poor ‘mental health, substance abuse and social injustice (Long, 2016, no page). Managers and their staff must be well-equipped to deal with these issues holistically and comprehensively (Long, 2016, no page). Managers must ensure that themselves and their staff are kept ‘up to date’ with youth work’s current ‘research and best practices’, in addition to ‘developing a deeper understanding of the communities’ and people they ‘serve’ (Long, 2016, no page). Managers and their staff must collaborate effectively with ‘other professionals’, including ‘social workers’ therapists and educators’, to offer young people the best support available (Long, 2016, no page). Managers must ensure themselves and their staff access the relevant ‘training’, ‘conferences and workshops’ in addition to engaging in continuous ‘professional development’ and ‘opportunities’ which broaden their ‘knowledge and understanding’ (Long, 2016, no page).  As well as these challenges, youth work can take its toll emotionally. The work is rewarding, but it can be difficult working with young people facing troubling and ‘traumatic experiences’ (Long, 2016, no page). As a result, managers must ensure their workers emotional needs are supported, by creating a strong network of support within the organisation and fostering various self-care practices and techniques. Managers and their staff must continue to engage in regular supervision to ‘help process difficult situations’ and to get support and guidance from experienced professionals’ (Long, 2016, no page).

In conclusion, the role of management and leadership is multifaceted and critical, particularly in today’s dynamic landscape. Adaptability is key and requires a process of continuous learning to navigate its complexities, proactively and efficiently. The best managers create environments which embody the core principles of active participation, equity, diversity, and inclusion. They recognise the intrinsic value of their staff and empower them using a servant leadership approach. They allow autonomy and encourage decision making, by fostering equal opportunities, diversity of perspectives, and a culture built on trust, respect, and openness. They create safe, supportive, and celebratory spaces for their staff. They manage this by providing a diverse range of communication methods, nurturing collaboration, and addressing challenges that arise from resource limitations. They invest in the development of their staff, build on their strengths, and foster continuous learning. By embodying these qualities, they can manage change effectively, propel their teams towards growth and achieve the best quality of services for young people. 


 












Conclusion 
Reflecting on my journey through youth work supervision, leadership, and management, I believe I have developed and transformed my praxis. I recognise supervision as a transformational tool for professional development, and the values and principles of youth work have become inherent, guiding each decision and action.
Throughout this portfolio, I have developed my skills in leadership and planning, whilst aligning them to the core values, principles, and ethical standards of youth work. I understand the significance of continuous learning and reflection and have embraced reflective practice as a cornerstone of my approach. It has allowed me to overcome challenges and find solutions, transforming me into a more effective youth worker for young people.
I have developed a strong knowledge and understanding of leadership and management theories, which emphasise the critical importance of embedding participation, equity, diversity, and inclusion at the core of my practice. I have learned the importance of effective collaboration and understand that creating inclusive spaces for diverse perspectives is fundamental in youth work. 
Concluding this portfolio, I believe I am more insightful, skilled, and have a deeper understanding of the importance of supervision, reflective practice, ethical leadership, and inclusive management for empowering and positively impacting the lives of young people.
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