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This assignment will set out to explore and review theories surrounding leadership and management within youth work and wider services for young people, and their application to practice.  It will also look to examine challenges associated with managing a public service within an increasingly challenging financial climate.  It may also prove beneficial to research the role and qualities of the manager and leadership styles. This will be a synopsis of the themes mentioned about due to the word limitation of the assignment.

[bookmark: _GoBack]McGregor (1960) formulated a theory on human behaviour at work, the theories are fundamentally the views a leader had on their employees.  Theory X is the negative view that manager’s identify their employees to be lazy, unwilling to work, resistance to change, dislike of responsibilities and need warnings of punishment to achieve.  Theory Y is the positive view that employees are seen to enjoy their jobs and can self-direct and control themselves and require no or very little coercion to work.  (Hannagan, 1995, p57) seems to support this theory as he implies that based on the assumption of their employees, the manager may make judgements on what management style to use with individuals.  There are three main leadership styles (Cornerstoneondemand.com, 2019) suggest there is no one size fits all approach to management and leadership and comment that there are three main styles of leadership; autocratic, democratic and laissez-faire.  An autocratic management style is one in which the manager makes all the decisions, without including employees in the process of decision-making. This approach seems to reflect (Handy, 2007) model of organisational culture where one of the four types of organisational culture is power.  The model proposes this is a top down approach and only very few individuals have the authority to make decisions, and then devolve tasks to individuals.  The next leadership style is democratic, this is where ultimately the leader makes the decisions however individuals are invited and encouraged to have input in to the decision making process.  (Smith and Foti, 1998) go further and imply that democratic managers pay particular attention to involving all individuals and as a result usually have a very motivated team.  The third and final leadership style is laissez-faire, this is seemingly seen as a mentoring relationship rather than a style of leadership. (Cornerstoneondemand.com, 2019) comment that with this type of leadership “employees are empowered to take charge and managers take a backseat role so that employees can flourish creatively”.  However (Skogstad et al., 2007, p80) argue that this type of leadership style is  “a type of destructive leadership that shows systematic relationships with workplace stressors, bullying at work, and psychological distress”.   Upon reflection the author of this paper identifies her manager seemingly leads with the laissez-faire style by always empowering them to take charge and allow the author to direct her own work and suggests that this is due to the trusting relationship between the manager and individual.  However this could also be viewed by others or the author that the manager does not care and leaves individuals struggle on their own with no direction it is only from knowing the qualities of a leader that can determine whether laissez-faire is a positive or negative style of management for the individual.
(Hussey and Perrin, 2003, p128) offer “ten universal qualities of effective management”, and recommend that these qualities apply to all mangers of all levels. Some of these have been observed within the author’s practice such as being given clear direction, the author is always involved and leads with setting their own goals.  The author also acknowledges another quality of her manager is “recognising the work of others” the leader always takes time to give praise and feedback when required.  Leadership from a manager who has previous youth work experience is seemingly more favourable for the author of this paper to be able to discuss the challenges and issues that frontline youth workers face is invaluable.  Managing youth worth in recent years has possibly become more challenging as Youth workers are increasingly employed in different settings from the traditional such as  health services and prisons. Tyler, Hoggarth and Merton support this observation by commenting; 
modern day youth work is becoming increasingly undertaken in a range of organisations, and youth work practitioners are being employed by a host of different agencies. Many youth workers often find they are therefore managed by professionals that do not have a youth work back ground and do not understand the purpose and values of youth work.                                                                               (Tyler, Hoggarth and Merton, 2009)
Youth services have always historically been under pressure due to cuts in funding, (Weale, 2020) reported that “spending on youth services in England and Wales has been cut by 70% in real terms in less than a decade”. However the author of this paper observed an increase in funding in their local authority from central government to aid responses to the Covid-19 pandemic, however this extra funding directed youth work practice. This is recognised by John Rose who comments;
 “Managers and leaders of youth and community organisations are under increasing pressure to balance the distinct nature of youth work against the increasing emphasis being pushed forward by a continuing political agenda” (Rose, 2010, p158). 
 In support of John Rose’s views above, during the initial Covid-19 Lockdown,  youth work practitioners in Pembrokeshire were directed by management to administer and facilitate designated services such as the delivery of free school meals and staffing school hubs for the children of key workers.  However,  on reflection this conflicts with the 11-25 age range set out in the National Youth Work Strategy (Welsh Government, 2019), as youth workers were directed to work with primary age children.                                              Although this was in support of the community and perceived needs, very few of contacts would further engage in youth work practice due to age limitations.  This work could be seen to be inconsistent with The Principles and Purposes of youth work in Wales (Youth Work in Wales Review Group, 2018).  

As identified above there is a range of management styles that can be implemented within youth work practice and is apparent that all three types of management styles may need to be used by a leader depending on the enthusiasm and personality of the individual.  Whilst it is down to individuals to adapt and respond, there is a key role for communication, direction and supervision amongst line managers and to frontline staff to ensure the best possible service delivery and outcomes for young people are achieved. 
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