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Part 1: Practice logs 
Throughout the six reports I will be reflecting upon my experience in leading and managing another student through a supervisory process which took place over six supervision meetings. These six reflective pieces will critically reflect upon building a positive supervisory relationship, creating an appropriate supervisory environment, identifying and understanding the functions of supervision and critically analysing supervising others. According to Lindon and Trodd (2016) being reflective enables us to reflect on past experiences and to evaluate and analyse situations to help us understand on our strengths and weaknesses to help improve out lifelong learning skills. Likewise, Jones (2006) highlights the significance of reflective practice as it enables individuals to reflect upon their feelings and thoughts of the experience they have encountered, as well as giving individuals an insight to their strengths and weaknesses (Tarrant, 2013). Therefore, linking this to theory, throughout the six practice logs, Gibbs Reflective Cycle (1988) will be applied. Prodfoot (2019) suggests that there are six stages of the reflective cycle, description of experience, thoughts and feelings, evaluation of the experience, analysis and conclusion. By following these six stages it will enable me to effectively reflect on my experience in leading and managing supervisions, as well as giving me the opportunity apply theory and practice to increase my knowledge and understanding of issues faced in youth work and leading and managing supervision (Herman, 2012)
Establishment of Supervisory relationship and creating the supervision contract 
Supervision is the process of supervising an individual to help support learning and development, as well as being in a supportive and confidential space (Hoggarth, Merton and Tyler, 2009).  However, it is vital that both the supervisor and supervisee both build and maintain a supervisory relationship in order for the supervisions to be supportive, and beneficial to the supervisee (Sapin, 2013).  Therefore, taking this into consideration and the present challenges facing youth work, COVID-19, the establishment of the supervisory relationship developed when myself and my supervisee had our first supervision meeting over a team's call, whereby both myself and supervisee both got together virtually and discussed how we were going to successfully carry out the supervisions and got to know one another without being in person.  Sundin, et al (2015) would argue that this would encourage successful and productive supervisions, as the supervisory relationship was established within the first meeting. In addition, Hawkins and McMahon (2020) would agree that this shows that both supervisor and supervisee are putting in mutual effort in order to carry out the supervisions successfully, despite the current challenges.  However, to ensure that the supervisions were mutual and a positive supervisory relationship was established, it was vital to write up a contract between myself (supervisor) and my supervisee (See appendices A).  Watkins and Milne (2014) highlight the effectiveness of the supervisory contract as it enables both the supervisor and supervisee to negotiate the boundaries, goals and ethics. Likewise, it was crucial to ensure that both the myself and my supervisee had the same understanding of the supervisions, with agreements of what will be discussed, as well as the agreement of having both phones on silent as this would help prevent interruptions and encourage a clear focus on the supervision meeting (Hawkins and McMahon, 2020)  
Despite these mutual agreements which enabled us to effectively build a positive supervisory relationship and a supervisory contract, before the first initial supervision meeting where we got to know one another and write up the supervision contract, I felt nervous as although I knew my supervisee briefly, I was not sure what to expect as this was my first-time doing supervision with another student. Hawkins and McMahon (2020) would suggest I felt this way because in order to provide effective supervision and feel confident in providing supervision, it is important to have had first had experience of being a supervisee. Therefore, to overcome feeling nervous, I ensured that I was happy and confident that the supervisory contract outlined specifically any issues that may arise, the session formats, and how other ground rules (see appendices A).  Jenkinson (2010, p. 13) Would claim that by doing this, would allow me to feel more relaxed as it is ‘much easier’ to have a contract to look back as guidance of what we may discuss so that it does not cause confusion or unhelpful discussions. In addition to not having this first-hand experience, not being in a managerial role, nor been a supervisor before, Proctor (1987) would claim I was providing my supervisee with restorative functions, suggesting that I was giving more emotional support, rather than normative functions, such as taking on responsibility for assessments. However, through the use of the restorative function, I was able to successfully improve and build the supervisory relationship which allowed communication to flow successfully around issues or queries (Wallbank and Wonnacott, 2015). Towards the end of the session, I was much more relaxed and looked forward to the next supervision meeting and felt confident that the supervisory relationship had developed well with a well-structured and written contract, it was then crucial that I made my supervisee aware that the minutes I wrote would be shared on the OneDrive, as Hoggarth, Merton and Tyle (2010) claims that this allows both the supervisee and supervisor to work collectively and prepare for the next supervision. This also ensures that the supervisory relationship is maintained. 
To conclude, it is evident that despite feeling nervous and worried for the first supervision meeting, the supervisory relationship developed and increased throughout the session and was able to come up with an agreed contract. However, Brown and Bourne (1996, p. 50) argues the importance to be mindful that despite having a supervision contract in place, which ‘’does provide a firm foundation for effective work’’ it does not contract a successful supervision.  by analysing and reflecting on the first session, if I was to supervise and create a contract again, I would ensure to have a longer time scale. As this would give more opportunity to get to know each other more thoroughly as well as having time to write the contract without feeling ‘rushed’. 

Importance of creating an appropriate environment and how the relationship developed 
Upon reflection, it was vital to ensure that the environment was appropriate and that both myself and my supervisee had the ability to meet regularly in order to carry out the supervisions in a meaningful way. Therefore, due to COVID-19 It was agreed that we met online via teams once a week. However, it was also discussed that despite the supervisions being online, ensuring that we were both in quiet rooms, private from others was essential in order to be able to speak confidently in a safe environment. Kidd and Smewing (2010) would argue that by creating this environment enables the supervisee relationship to develop further which will impact the supervisees well-being and confidence in a positive way. However, before the first initial meeting I was worried about doing the supervisions online, as many would argue that a ‘proper environment’ (face to face) for supervision would encourage an increased autonomy and decrease any normative demand (Stoltenberg, 1981). In addition to this, I was also taking into account that there was a high possibility that myself or my supervisee could have encountered internet issues or other distractions that would prevent the supervision meetings running smoothly. However, upon reflection this was not once an issue and was proven very successful, after the first two meetings this made me feel hopeful and at ease that being online could still be positive and appropriate environment and experience. 
Despite being online, it was vital to ensure that I was able to actively encourage a ‘proper environment’ (Stoltenberg, 1981) to ensure that my supervisee, as well as myself, had the opportunity and space to gain the most out of the supervision meetings, as well as making sure that I felt confident too.  Harvey and Stuzziero (2008) would argue that by doing this, it would allow the supervisor and supervisee to feel at ease, developing a safe and positive environment for the supervisee which will enable the supervisee to feel relaxed and listened to. Similarly, Bulrski (2021) suggest that by establishing this type of environment during supervision, enables both the supervisor and supervisee to feel supported by one another which influences an appropriate supervisory environment. Taking this into account, during the first supervision meeting, it was crucial of me to understand my supervisees learning and communication style in order for me to be able to adapt and provide an effective environment (Harvey and Stuzziero, 2008). To do this effectively, it was significant that I ensured that the supervisions were informal as Kidd and Smewing (2010) would suggest this would allow the supervisee to bring more to the sessions with the reassurance that a supportive environment was encouraged and supervisor is present. Because of this, I felt a lot more confident in delivering supervision sessions with my supervisee as I was aware of how relaxed and informal the supervisory environment was, meaning we were able to be ourselves and build the supervisory relationship further as well as making sure that professional values were maintained (Sapin, 2013) 
Overall, creating an appropriate environment via teams online has proven successful with myself and my supervisee However, when carrying out supervision again, it would be a great opportunity to carry out the supervisions face to face, if possible, as my experience with supervision may be different. In addition, being able to supervise my supervise within their work environment may also help me to understand more of their area of work as well as to provide more effective support.  For example, Goldman (2013) argues that in order to provide effective emotional and developmental support, it is vital to ensure that the environment is in a physical space as well as continuing to ensure that the environment is confidential and safe. This suggests, that despite my experience being online has been successful, next time it may prove difficult and being in person may be more successful to enable a more reliable environment. However, with current restrictions and issues facing youth work, COVID-19, it is vital to be mindful that online supervisions may continue, and therefore in order to provide effective support again I would continue to provide the support I did in order to create an appropriate environment.

Identification and understanding of the functions of supervision
There are three main functions of supervision, Administrative, Educational and Supportive. These functions were developed by Kadushin (1992). Kadushin and Harkeness (2014) claims that the three functions of supervision all have an overlap, however each of the supervision functions all have different functions and goals. Similarly, another theorist Proctor (1988) also highlights the three main functions of supervision as Normative, Formative and Restorative. Both theorists have similar identification and understanding of the functions. However, this practice log will focus specifically on Kadushin (1992). 
Firstly, Administrative function focuses specifically on the organisational and managemental skills of the work environment, whereby the supervisor's main duty is to recruit, manage work load and communicate with other colleagues through line management (Potter and Brittain, 2009).  Likewise, Wood, Westwood and Thompson (2015) claims that Kadushin utilizes the phrase administrate supervision to highlight and encourage high standards within work environments and to work directly with organisational policies that are put in place, to provide organisations with the visions and goals for each year (Kettle, 2015). A recent article by Susmadiana, Lian and Puspita (2021) highlights the importance of administrative function to supervision as it can increase working patterns and performances within colleagues and can also encourage positive learning outcomes and educational quality. Therefore, it is evident that an administrative supervisor takes on a responsibility of managing self and others (Susilowatie, Yuliani and Fahrudin, 2020), as well as the significant role of ensuring office and organisational duties are running smoothly in order to gain positive outcomes for colleagues, staff and stakeholders (Smith, 2011).  However, despite this importance, it is noted that the educational and supportive functions are used more regularly during supervision. For example, Kadushin and Harkness (2014) highlights that supervision is an administrative function, however it has an educational and supportive purpose. 
Secondly, Educational function of supervision looks specifically on skills, knowledge and personal development of the supervisee (Howe and Gray, 2012). Recent research by Soni (2019) claims the importance of supervisors getting to know and understand their supervisees capabilities and their work. By doing this, the educational function enables the supervisor to help identify and expand supervises knowledge and understanding of their work environment and work roles (Tsui, 2005). This suggests, that by equipping individuals with the educational function of supervision, will allow individuals to provide the best service to young people and within organisations. This is highlighted by Bradley, Engelbrecht and Hojer (2010, p3) where they argue that ‘’the quality of the service is influenced and directed by the quality of the educational function of supervision’’. However, Smith (2011) argues that the main problem with the educational function is ‘worker ignorance’ with regards to their job role. Therefore, this suggests that the supervisor is in a key position to boost job morale (supportive function also comes into place) and to encourage reflection, enabling the supervisee to recognise their key strengths that they exhibit and bring to the work environment as well as their opportunities to gain further training and support (Curriculum Development Unit, 2014). 
Lastly, the supportive function on supervision, has been argued as a critical factor that is associated with effective supervision and outcomes within the work environment, especially within youth work supervision (Weiss-dagan, Ben-Porat and Itzhaky, 2018). This is because of the nature of the function being that supervisors are empathic, being able to sense others feelings and emotions, as well as having the ability to encourage and motivate their supervisees and be effective listeners (O’Donovan, Halford and Walters 2011). In addition to this, recent literature by Howe and Gray (2012) suggests that the main role of the supportive function is ensuring the supervisor works professionally and productively with their supervisee, by reflecting and unpacking emotional and personal situations that may have been distressing, to overcome any challenges or issues faced. By the supervisor giving the supervisee this opportunity to express their thoughts and feelings, hopes and fears, Curriculum Development Unit (2014) argues that this provides the supervisee with a safe environment where they are able to acknowledge and express any pressures they may be facing, enabling supervisees a space to gain support and for supervisors to implement any further support to assist the supervisees professional development. 

Critical review and reflect on my knowledge of the functions of supervision and their application to practice 
By identifying and understanding the functions of supervision in the previous practice log, it has enabled me to be able to critically review the functions that I used during my practice throughout the six supervision meetings. By reflecting on the supervision meetings, naturally, I mainly used the educative and supportive functions of supervision throughout the supervisions with my supervisee. Due to the limited sessions, we had and due to my supervisee not getting many placement call outs, I was unable to provide full administrative functions of supervision, and found that the use of educative and supportive functions of supervision worked best in our situation. 
Upon reflection on my supervision meetings (see appendices B), I provided my supervisee with lots of knowledgeable information and suggestions on theories/policies that she could have implemented to her own practice as well as suggesting to read up on theorists. Such as, Gibbs. Tsui (2005) would argue that this enabled me to help support and educate my supervisee with their work and work environment. When doing this at first, I felt nervous as I wanted to ensure I was giving the correct information to my supervisee. Therefore, I ensured that before our next meeting I had relevant information to provide my supervisee with. In addition, I also tasked my supervisee to read relevant literature/theories on youth work to enable my supervisee to take responsibility of their own learning and development. Bradley, Engelbrecht and Hojer (2010) would claim that the implementation of the educational function of supervision was encouraged here as I linked theory into my supervisees supervisions, making sure my supervisee was aware of key youth work policies. By doing this, Bradley, Engelbrecht and Hojer (2010) would also highlight that it would benefit my supervisees professional practice within youth work, as it would encourage my supervisee to develop their knowledge and understanding around youth work. If this situation occurred again, I would make sure to have more or longer sessions with my supervisee to unpack more theories that my supervisee could link to their practice. Additionally, due to the understanding of the educative function of supervision I would be more confident in delivering this type of supervision as I am now more knowledgeable to provide relevant information. 
Lastly, when supervising my supervisee, I always found the environment a very calm space where my supervisee felt confident to express her feelings to me about any worries she may have been facing. For example, when carrying out the supervisions, the meetings often focused on my supervises placement due to it being a long process and I often found that my supervisee was nervous and stressed about this due to being so eager and passionate to start. When this first occurred, I felt happy that my supervisee felt safe and confident to express her worries but also slightly stressed for my supervisee as I knew how important this placement was to her.  O’Donovan et al (2020) would highlight that I was able to recognise and sense my supervisees feelings and emotions and provided my supervisee with a safe environment due to being empathetic. Therefore, when I faced this during my supervision meetings, I always ensured I was calm, confident and encouraging towards my supervisee. Howe and Gray (2013) would suggest that this is a successful way to provide a supportive function of supervision as it gives the supervisee the ability to overcome challenges and distressing events. However, if this arose again during supervision, I would encourage my supervisee to also speak with their tutors and/or support services within the university if this was affecting their studies, as they may be able to make the process of the placement happen quicker. 
Despite being able to effectively implement the educative and supportive functions of supervision into practice, next time when supervising others, I will also attempt to provide administrative support to my supervisee. However, as mentioned in the previous practice log, this function focuses on a managerial role and organisational duties. Therefore, if this did arise again and I am not working nor have any background information on my supervisees work organisation, I would provide the administrative function of supervision by gaining a further insight to the work place and analysing my supervisees work performance by having in-depth supervision meetings over a longer period. 

Critical analysis on supervising others during supervision sessions: Critical feedback
During supervisions, feedback is crucial in order to ensure that the supervisee progresses and develops professionally (McKibben, Borders and Wahesh, 2019). Similarly, Chur-Handsen and McLean (2005) highlights that for supervisees to develop professionally, it is significant to deliver feedback by firstly highlighting the supervises strengths and achievements, any weakness or issues, and then finish with motivating the supervisee on moving forward. However, Chur-Handsen and McLean (2005) later states that to do this, a trustworthy and reliable supervisory relationship is vital in order to build respect and trust to help the supervisee understand and improve. 
From carrying out six supervision sessions with my supervisee, it is evident that upon reflection I was able to provide my supervisee with positive and effective feedback. This is evident within my supervision minutes (see appendices B) whereby I was able to successfully capture and note how my supervisee felt and expressed as well as ensuring I gave critical and effective feedback. Sapin (2013) would argue that by me, as a supervisor, giving my supervisee my full attention to everything they were saying, as well as taking into consideration their non-verbal communication (facial expressions and hand gestures) will have enabled me to have a clearer understanding of what my supervisee was trying to communicate with me in order to gain a bigger picture. From this, it enabled me to provide constructive feedback to my supervisee as well as increasing self-efficacy and problem-solving skills (Daniels and Larson, 2001). Additionally, I put in time and effort into my supervisee to ensure that the feedback I was giving related to their practice. By doing this, Al-Hattami (2019) would suggest that this is an effective and influential way to provide constructive feedback to a supervisee. 
An example of when I provided constructive feedback to my supervisee was when my supervisee felt helpless and worried about her placement. To overcome this, I ensured to provide support to my supervisee and possible ways to speed up the process and by setting tasks in the meantime to increase my supervisees knowledge around the area of work the placement was set in.  By providing constructive feedback to my supervisee, it enabled me to notice the positive effects it had upon my supervisee, enabling my supervisee to be more positive on the situation and to use her time wisely. Linking this to literature, Hamid and Mahmood (2010, pp 60.) claims that this Is one of many advantages of constructive feedback, focusing on positivity, as well as highlighting that constructive feedback also ‘’suggests corrective measures and provides meaningful direction’’. Therefore, this suggests as an effective supervisor, providing constructive feedback can allow a supervisor to provide a supervisee with many skills and opportunities to help develop their knowledge, understanding and making decisions (Hamid and Mahmood (2010).
Due to the positive supervisory relationship that myself and my supervisee built, providing constructive feedback to my supervisee was positive and successful, I did not feel worried when giving my supervisee constructive feedback, as it was taken respectfully and I ensured my supervisee understood the reasons behind the feedback I gave. McKibben, Cook and Fickling (2018) would suggest that I gave effective feedback, as being honest and responsive to feedback can enable individuals to gain a further understanding on their work and professional practice, decreasing anxieties around constructive feedback. However, it was also important that I always supported what my supervisee would say/suggest and I would always provide unbiased feedback to my supervisee. Altmiller (2016) argues that by doing this, it provides my supervisee with effective constructive feedback as the unbiased feedback was based on their professional practice and can also help to boost motivation within my supervisees professional practice. 
To conclude, despite being fortunate on having a supervisee who took critical feedback in a positive way, if this situation arose again, I would take into account that some individuals may not take constructive feedback positively Recent literature by Al-Hattami (2019) states the barriers in providing constructive feedback, suggesting that individuals have to be willing to constructive feedback in order for it to be effective and beneficial for their learning and development.


Critical analysis on supervising others during supervision sessions: Allowing the relationship to end
From carrying out six successful supervision meetings, I will be critically analysing how I enabled the supervisory relationship to end in a meaningful and positive way. By reflecting on this, enables me to recognise how I may end the relationship to end differently next time as well as highlighting the strengths of how I ended the relationship successfully. Upon reflection it was evident that myself and my supervisee built a very positive supervisory relationship, and I specifically enjoyed getting to know my supervisee on a professional and developmental level, gaining an insight of her work placement. However, when creating the contract and within the first supervision session it was mentioned to my supervisee that the supervisory relationship will have to come to an end at the end of the sixth session and that any support afterwards, I would be able to try and direct them in the correct way. Barnett and Molzon (2014) highlights that I did this successfully as discussing about the ending of the relationship openly before starting any supervision sessions will enable my supervisee to be aware that it is planned, preventing any confusion. 
Towards the end of the sixth supervision, I felt motivated due to the fact we successfully carried out six meetings, which provided me with hope that I was an effective supervisor. Though, I did also feel slightly worried that I was leaving my supervisee unsupported after the sixth session, despite discussing this during the first supervision, and was worried that I was not as successful as I may have felt. Therefore, I ensured that the last session was uplifting and motivating and used the session to reflect upon the six sessions and how my supervisee developed professionally, academically and socially. By doing this, Reid and Wetergaard (2013) suggests that this also provides the supervisor to reflect on their own practices, enabling supervisors to reflect on what they could do better next time. Therefore, it was crucial for me to gain feedback from my supervisee on my practice and I asked my supervisee if she thought my sessions were beneficial (see appendices B). By asking my supervisee for feedback, gave me hope and relief that I provided my supervisee with professional supervision sessions as well as in a professional manner.  Carrol (2014) would argue that I felt this way as this would have provided me with closure as we ensured to reflect positively on our sessions which helped to end the supervisor relationship successfully. In addition, Dawson and Akhurst (2013) highlights that by ending the sessions the way I did, will have enabled myself and my supervisee to reflect on our practices as well as enabling me to reflect on my experience of being a supervisor in order to improve my professionalism next time (Baum, 2011). 
The only downside to the supervisions and the ending of the supervision relationship, is that despite carrying out the supervisions for one hour, it would be beneficial to carry out longer or more sessions as it would enable us to talk about various topics that my supervisee would have liked to discuss. However, despite the ending of the supervision relationship, I ensured to encourage my supervisee to talk with their support that they have in place to allow my supervisee to still have that support in place.  Overall, from having this first-hand experience in supervising an individual, I believe has now given me the confidence and opportunity to understand my strengths and weaknesses. In addition, if this situation arose again with another individual, it will enable me to be confident from the start and apply supportive, administrative and educative supervision into practice. 
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Appendices:

Appendices A: Supervision Contract
 
Supervisee: Claire Thomson 
Supervisor: Zoe Aylward 
 
Duration of each supervision meeting
Each supervision meeting will be between half hour to a hour long. 

Where will the supervision meetings take place
The supervision meetings will take place on campus every other Tuesday, and online on the Tuesdays we are not on campus. If, due to COVID-19, we go fully online the meetings will continue fully online. 
 
How will both supervisee and supervisor maintain confidentiality?
It is vital that during the supervision meetings, we both maintain confidentiality. This will be by adhering to the safeguarding policy as well as The Human Rights Act – whereby they state that every individual has the opportunity to talk about personal information in confidence if needed. 
 
What will be discussed during each supervision meeting?
During the meetings, Claire will be able to discuss, in confidence, anything that she feels is relevant to her work, and will ensure to have at least one topic to discuss during the meetings. However, it is agreed that no personal discussions will be made and will focus specifically on work placement/work 
 
How will the supervisee and supervisor work effectively together?
Both Claire and I have both agreed that in order to work effectively, we will communicate on a regular basis in order to ensure we are both up to date on supervision meetings. In addition, we will ensure that we are both free at a suitable time for us both in order for us to both works effectively with one another.
 
Session format – what will each session be like and will all the time be spent on one incident? 
Minutes for each session will be recorded and the session will take place in a non-formal setting. During each supervision meeting, it is beneficial and effective if one theme is discussed and spoken about in order to ensure we cover everything that is required. However, if any other issues arise or queries they will be addressed and more time can be spent on the supervision meeting if required.  

Supervisee signed    Claire Thompson.   Date 9th November 2021
Supervisor signed    Zoe Aylward             Date 9th November 2021


Appendices B: Supervision Minutes
	SUPERVISION MEETING 1

	DATE: 9/11/21

	TIME: 5pm

	PRESENT: Zoe Aylward and Claire Thomson

	DURATION: 1 hour

	WHAT WILL BE DISCUSSED

	1. Check in with Claire and how she is doing, ask about her background and about her MA
2. Supervision contract – what will be included?
3. Explain to Claire my perception of boundaries
4. Generally get to know one another
5.  Ask what field of work Claire would like to get into 
6. Ask about Claire roles and responsibilities of her placement 

	ACTION OF EACH DISCUSSION POINT

	1. Claire said she does not yet feel stressed and is excited to start her placement for her course. Said she is studying her MA In Youth Work and Social Education and has worked in various of places before, such as care. 
2. effectively created a contract with boundaries, times, places (see appendices A for contract) 
3. I discussed with Claire the importance of making sure that supervision is confidential, and that we are to only talk about work/placement during supervision to ensure that time is spent precisely on Claire. 
4. discussed with Claire my background and aspirations and built a positive supervisory relationship 
5. Claire stated she would love to get into youth work, preferably within the youth justice board where her passion lays. 
6. Claire has not yet started her placement due to still waiting on confirmation, therefore has not been told her roles and responsibilities yet, but will be carrying out her placement with the Youth Justice Board in Ceredigion. 

	DIFFICULTIES ENCOUNTERED

	Claire is having difficulty with her placement. 

	REFLECTION ANALYSIS ON HOW THE SESSION WENT.

	The Session went very well, with a positive build up supervisory relationship. 
Claire that she is aware of the National Occupational Standards but does not have a full understanding on other theory yet. I tasked Claire to look for other theory relating to youth work ready for the next supervision meeting.  

	DATE OF NEXT MEETING: 16/11/21

	SIGNED: Zoe Aylward

	STUDENT: Claire Thomson

	SUPERVISOR: Zoe Aylward



	SUPERVISION MEETING 2

	DATE: 16/11/21

	TIME: 5pm 

	PEOPLE PRESENT: Zoe Aylward and Claire Thomson

	DURATION OF THE MEETING: 1 hour

	AGENDA/ DISCUSSION POINTS

	1. Ask Claire if she found any more theory relating to youth work 
2. Ask about her placement and if things are moving onwards
3. Ask if there are any issues she’s facing
4. Ask how many hours she will be doing a week on placement
5. Ask about general work load
6. ask Claire’s strengths and weknesses
 

	NOTES/ ACTION OF EACH ITEM

	1.  Claire stated that she was unable to find a lot of theory due to workload and trying to sort her placement out. 
2. Claire said she has been given a date to start which will be on the 4th December – she said that she is glad things are moving along but wished it was sooner.
3. Claire has been told by her placement that she will have to go into the police station custody as an appropriate adult without shadowing due to covid and the limitation of individuals in the custody room – Claire has expressed that she is feeling a bit nervous for this due to it being her first time and not having support. 
4. Claire has not yet been informed on how many hours she will be doing, but has been told it is flexible and will be called as and when needed. 
5. Claire has stated that she’s finding general work load for the course very good and has found her training for her placement very informative. 
6. strengths – good communication and friendly. Weaknesses/improve on – organisational skills – stated that at the moment it can be stressful due to other commitments outside of university. 

	DIFFICULTIES ENCOUNTERED 

	Still not yet started placement, hasn’t had the opportunity to do any university work due to other commitments. 

	REFLECTION ANALYSIS ON HOW THE SESSION WENT

	Claire understands the theory that she needs to look at but not yet had the time to be able to do this, will revisit in next supervision meeting. I tasked Claire to look for more theory and start her reflective practices on the training that she has done so far in the time she has before her placement start date.

	DATE OF NEXT MEETING: 23/12/21

	SIGNED: Zoe Aylward

	STUDENT: Claire Thomson

	SUPERVISOR: Zoe Aylward



	SUPERVISION MEETING 3

	DATE: 23/12/21

	TIME: 5pm 

	PEOPLE PRESENT: Zoe Aylward and Claire Thomson

	DURATION OF THE MEETING: 1 hour

	AGENDA/ DISCUSSION POINTS

	1. Check in with Claire and how she is doing
2. Discuss with Claire about placement and ask weather Claire is all prepared to start
3. Ask to see one of Claire’s reflective practices on her training for placement – making sure it is linked to theory 
4. ask Claire about any other modules that she is starting for her course 
5. Discuss with Claire if she has support in place to help with her organisation skills as this was a weakness/improvement which she highlighted last week

	NOTES/ ACTION OF EACH ITEM

	1. Claire stated she felt good, said she is feeling a bit fed up as she is eager to start her placement but is aware that more training is needed until she can start 
2. Claire is mostly prepared to start her placement, but is being held back due to having to re do her safeguarding training again through the work place. Claire has said that she will be doing her safeguarding tomorrow ready to go out on placement on the 4th of December. 
3. Claire has written an excellent piece of reflective practice than links to theory and is based on the training that she has had to do so far in order to start her placement journey. 
4. Claire has said that she has recently started a new module which is Supervision. Leadership and Management, at the moment she if finding the module very informative and looks forward to widening her knowledge and understanding. 
5. Yes, Claire stated that she has support through the university to help her with her university work. The support team ensure that Claire stays on track with her work, setting weekly goals and support. 

	PROBLEMS ENCOUNTERED 

	Claire had to re do her safeguarding training due to university not sending her certificate in time so her work placement put her through their training. 

	REFLECTION ANALYSIS AND LEARNING 

	Claire has linked theory within her reflective piece, using Gibbs reflective model. In addition, she has effectively used other theory within her analysis to show the importance of teamwork within the workplace. 
Action for next meeting: ensure that Claire has completed her safeguarding and has sent this to her placement and to the university so that she can start placement.  

	DATE OF NEXT MEETING: 30/11/21

	SIGNED: Zoe Aylward

	STUDENT: Claire Thomson

	SUPERVISOR: Zoe Aylward



	SUPERVISION MEETING 4

	DATE: 30/11/21

	TIME: 5pm 

	PEOPLE PRESENT: Zoe Aylward and Claire Thomson

	DURATION OF THE MEETING: 1 hour

	AGENDA/ DISCUSSION POINTS

	1. Check in with Claire and how she is doing
2. Ask Claire if she managed to send her safeguarding to the university and her placement 
3.  Discuss with Claire if she has been given set days/times yet for placement?
4.  Ask whether Claire has started her assignment for her other module 
5. Does Claire feel although she is getting enough support from her placement. Due to it taking so long?
6. How often do you meet with your support worker at the university and is it beneficial?

	NOTES/ ACTION OF EACH ITEM

	1. Claire has said she is very well, and again, stated that she is excited to finally start her placement this weekend, she is trying to do as much work as she can before starting her placement as she knows it will be quite full on 
2. Claire has said that she has had her certificate for placement and that it has been sent to both parties straight after – Claire has said that she has been told that she can now officially go ahead with placement 
3. Claire has said she has been given a calendar to fill out for her January availably, and has been offered to go and observe a young boy this weekend for 6 hours of respiration, she said her placement manager has put her forward for shadowing on the burial panel. 
4. Claire has said that she has started her research for the module, looking at leadership and management as this is a topic that interests her. 
5. Claire said she does as the communication is very well, and emails are continuously sent and that her placement manager is helping her find other roles that she may be interested in. 
6. Claire says she meets up with her support worker every week, and says she finds it very beneficial that this is put in place as they help her break down the work load and the assignments. 

	PROBLEMS ENCOUNTERED 

	None

	REFLECTION ANALYSIS ON HOW THE SESSION WENT. 

	Claire is actively reflecting back to youth work theory and is looking into more training and research to understand the youth justice team more accurately. I have set Claire to do a reflection by next week on her first week of placement and how working with the young people is going. 

	DATE OF NEXT MEETING: 7/12/21

	SIGNED: Zoe Aylward

	STUDENT: Claire Thomson

	SUPERVISOR: Zoe Aylward



	SUPERVISION MEETING 5

	DATE: 7/12/21

	TIME: 1pm 

	PEOPLE PRESENT: Zoe Aylward and Claire Thomson

	DURATION OF THE MEETING: 1 hour

	AGENDA/ DISCUSSION POINTS

	1. Check in with Claire and how she is doing
2. Has Claire completed any fieldwork work 
3. Ask Claire how Claire's first placement call out was with the boy she mentioned last week 
4.  Ask when she is next out on placement 
5.  Ask Claire if she has started leadership and management assignment as she said she started to look at it last week 

	NOTES/ ACTION OF EACH ITEM

	1. Claire said she is good, does not feel stressed
2. Claire has said she has done the swot analysis, info sheet, community profile  
3. Claire said it was really good and enjoyed it, said she was there on plenty of time, had support from a officer throughout, helped with tiding up sheds with the young boy in the school. Said that today she has a call out to Aberystwyth police station 
4. Out on placement today and Saturday, Saturday she is meeting the same young boy in the same place, in the same school – not sure on what they are doing yet, but thinks they are supervising his doing community service within the school, cleaning leaves etc. 
5. Claire has said she has started the leadership and management assignment, stating she has carried out 5 supervision meetings, started practice logs and 300 words and researching. 


	PROBLEMS ENCOUNTERED 

	Again, no problems encountered, Claire is doing very well. 

	REFLECTION ANALYSIS ON HOW THE SESSION WENT.

	The supervision meeting went very well, Claire is very positive about her work and placement call outs. So far, Claire has claimed that she does not feel stressed and is on top of her work. 

	DATE OF NEXT MEETING: 14/12/21

	SIGNED: Zoe Aylward

	STUDENT: Claire Thomson

	SUPERVISOR: Zoe Aylward



	SUPERVISION MEETING 6

	DATE: 14/12/21

	TIME: 1pm 

	PEOPLE PRESENT: Zoe Aylward and Claire Thompson

	DURATION OF THE MEETING: 1 hour

	AGENDA/ DISCUSSION POINTS

	1. Check in with Claire and how she is doing
2. Ask Claire how her assignment is coming along for her module
3. How did placement go?
4. Ask Claire about her placement and if she thinks she's building positive relationships with her clients and staff
5. How many weeks does Claire have left of her placement? Has she thought of a second placement yet?
6. Does Claire feel although she has benefited from these supervision meetings?

	NOTES/ ACTION OF EACH ITEM

	1. Claire said she is good 
2. Claire has said they are coming along okay, nearly finished the 3000-word essay and is starting to do her practice logs
3. Claire said placement went really well and that she was in charge this time on her own. She said that they picked up twigs from the yard, and branches and swept the playground 
4. Claire said she definitely does, as she has a good relationship with the young person, working as a team and being able to talk with one another effectively. 
5. Claire said that she still has a way to go to complete her 200 hours but said she will definitely be done by the end of March. Claire has said that she would like to do her second placement I children services – looking after a young person with challenging behaviour. 
6. Claire said she feels although these supervision meetings have really helped her to develop as it has given her the opportunity to talk to someone about her struggles as well as discussing the successes she has gained. 

	PROBLEMS ENCOUNTERED 

	Claire has mentioned that due to her placement, she may not always get hours in. Suggesting that one week she may not have any hours. Therefore, this may take longer for Claire to complete her hours. 

	REFLECTION ANALYSIS ON HOW THE SESSION WENT. 

	The session went really well, I made Claire ware that despite this being our last supervision meeting that she can contact me at any time for help or support with her work/ placement and that if I can I will direct her in the right support.

	QUESTIONS ARISING

	For Claire to continue doing what she is doing 

	SIGNED: Zoe Aylward

	STUDENT: Claire Thomson 

	SUPERVISOR: Zoe Aylward















Part 2: Critical review of leadership and management 
Leadership and management theory previously ‘’saw management as a ‘first step’ into leadership’’ (Bolman and Deal, 2014,  pp. 246.)  which often caused controversy that one was more advanced and ‘better’ than the other. However, during recent times, it is recognised that leadership and management are joint together with similar, yet unique attributes (Bolman and Deal, 2014). 
This essay will critically review leadership and management theories and their application to current practice within both the voluntary and public sectors of youth work. This critical review also makes links throughout arguing how voluntary sectors face a more diverse and flexible environment, whereas within the public sector there is a great deal of isolation within working collaboratively. Therefore, this critical review also highlights how current youth work practice can be improved, in order to encourage a more positive, motivational and collaborative environment for organisations. 
The theories that will be critically reviewed are Transactional Leadership Theory, Transformational Leadership Theory, Maslow’s Hierarchy of Needs, humanistic theory and contingency theory. Firstly, the essay will explain the key differences in leadership and management, highlighting the importance of ensuring they are both implemented within youth work to provide effective youth work for young people. The critical review will then highlight the importance of leaders within youth settings, looking critically at transactional and transformational leadership and how they are applied to practice. Furthermore, the essay will explain then provide a detailed and critical argument discussing management and the application to practice., suggesting the importance of collaborative management within organisations.  In addition, the essay will critically analyse management theories, such as Maslow’s Hierarchy of needs, Humanistic Theory and Contingency Theory and their application to practice during the challenging climate that many services are facing. In addition, links to policies such as transforming youth work and the five pillars of youth work will be made. Lasty, the critical review will provide a overall conclusion of leadership and management, highlighting the significance in leaders and managers and their influential factors they have upon colleagues, organisations and young people. 

When thinking about leadership, it is often confused and overlapped by management. Lunebug (2013) argues that leadership is carried out by individuals who are not in the managerial roles within the work place, claiming that leadership and management are and have different roles and responsibilities. Likewise, Bush (2008) highlights the difference in the roles, suggesting that leadership is the process of change, focusing specifically on influencing others within the work place, motivating others, shaping goals and supporting others.) Whereas, despite some management roles exhibiting leadership skills, the overall purpose of management is to provide authority, responsibility and focus on the end result (Lunebug, 2013), this will be explored further on in the essay.  Despite these differences, it is vital to ensure that both are actively encouraged within the work place as they both serve important roles within organisations in order to achieve and provide a positive work place, especially within youth work (Sapin,2013).
Effective leadership within the workplace provides opportunities to allow individuals to work collectively, which enables individuals to enhance their well-being and positive relationships (Hogan and Kaiser 2005). Similarly, Bolman (2014) claims that leadership understands and recognises that individuals within the work place cannot do everything alone, which suggests the importance and positive influence of leadership as is allows individuals to develop teams and work collaboratively, in order to allow individuals to achieve organisational goals (Armstrong, 2012). Furthermore, when applying leadership to youth work practice, it is argued the importance of encouraging participation, inclusivity and empowerment within the five pillars of youth work (CWYVS, 2018). Similarly, Bolman (2014) suggests that leaders within organisations provides direction and guidance to others and inspire other work colleague with what they do. Therefore, as effective practitioners, leading and managing young people effectively will allow young people to be expressive and to participate effectively, as well as feeling empowered and included within a range of settings. 
 In addition to the influential factors of leadership within the workplace, Burns (1978) claims that there are two types of leaders within work environments, known as the transactional leader and transformational leader. Transactional leaders often encourage values and structure within workplaces and focuses on exchanges between leaders and colleagues (McCleskey, 2014). By doing this, transactional leaders often use extrinsic rewards, focusing on organisation competency and goals, to encourage motivation within the work place (McClesky, 2014). Likewise, James and Ogbonna (2013) suggests that transactional leadership is also known as managerial leadership as this type of leadership pays particular attention to supervision, organisation and performance within colleagues which promotes power to colleagues through rewards and punishments. Furthermore, James and Ogbonna (2013) states that transactional leaders are focused on keeping the organisation the same, and do not look to change the future or what could be implemented in the future for change or improvements. Likewise Kabeyi (2018) argues that transactional leaders focus on exiting goals and strategies and will rarely strive for new strategies. 
Therefore, when looking at recent literature, it could be argued that transactional leadership is often performed within the public sector, in order to encourage colleagues to perform at a high standard and towards the organisation’ expectations (Hannah et al, 2020). Linking transactional leadership to youth work practice, this would not be effectively nor successfully used within practice towards young people, as Armstrong (2012) highlights how a transactional leader fulfils the stereotype of manager rather than a leader, which may deter young people away, as young people and some colleagues like change and different tasks/goals. 
In contrast to transactional leadership, transformational leaders help transform and inspire colleagues within the work place to achieve their best outcomes (James and Ogbonna, 2013). Likewise, transformational leaders focus on individuals' developmental needs and help provide individuals with inspiration and motivation to reach goals within an organisation (Kabeyi, 2018). Furthermore, Armstrong (2012) highlights the benefits of transformational leaders as they are often encouraged to work collaboratively, to create visions and outcomes. Therefore, linking this to current youth work practice, it is evident that transformational leaders would work effectively within the voluntary sector, whereby their duties would be to work effectively and collaboratively to gain funding and to create the best outcomes for the young people accessing the services. However, with this in mind, Bono and Judge (2004) suggests that there are four types of transformational leadership behaviour. Idealised influence, inspirational motivation, intellectual stimulation and individual consideration.  These all highlight how each transformational leader can provide motivation, focus on long term goals, challenge organisational goals and divergent thinking and to recognise individuals' professional development (Bono and Judge 2004). Likewise, transformational leaders create a supportive and safe environment for their colleagues in order to create a collaborative environment (McCleskey, 2014). 
Therefore, this suggests that transformational leadership focuses on encouraging different ideas, and boost individuals' morale in developing new and original strategies (Bono and Judge, 2004). Similarly, James and Ogbonna (2013) argues that transformational leadership focuses on creating a positive environment, enhances motivation and performance as well as becoming role models for organisations. Whereas, transactional leadership looks specifically on supervision, the organisation and the performance of an organisation as James and Ogbonna (2013) further argues that the transactional leadership only works effectively within the basic levels of needs within Maslow's Hierarchy of needs. This shows how little impact transactional leadership can have upon individuals’ wellbeing but can work effectively towards management and organisational duties. Hannah et la (2020) also suggests that transformational leaders are often found in a variety of different settings. For example, businesses, hospitals, educational settings and youth settings. Additionally, Hannah (et al., 2020) argues that transformational leaders are the main influences and factors that help boost employee productivity, due to relating specifically to individuals (Kabeyi, 2018). 

However, despite the overall effectiveness of transformational leaders, collaborative leadership is also known to play a significant role within organisations. Dewitt (2017) highlights that collaborative leadership within organisations, is favoured due to it being inclusive and holistic to all individuals. Similarly, Raelin (2006) argues that collaborative leadership is mutual, suggesting that collaborative leaders take into consideration and show compassion for all individuals ideas/suggestions and opinions. Linking this to current practice, collaborative leadership would be beneficial within the public sector to attempt to bring managers and staff members to work collectively together and to develop ideas holistically in order to overcome transactional leadership styles and implement more transformation and collaborative learning environments (Samur 2019). In addition, this would provide young people, who are accessing youth services, a more diverse and welcoming environment (Armstrong, 2012). Therefore, this suggests the overall effectiveness of encouraging collaborative and transformational leadership approaches within the workplace with an emphasis on encouraging it within management. Tatum (2022) argues that collaborative management is also an approach which implements both management and collaborative leadership together, encouraging the application of teamwork among managers, supervisors and employees and enhancing efficacy within team workers. 

Similarly, to leadership, there are many different terms and opinions on management, with the majority of literature suggesting that management is the function of working with others and leading employees in order to accomplish organisational goals (Leonard and Trusty, 2015). Likewise, it is argued that effective and successful managers will often reassure and satisfy their employers that they are very important to the organisation, with many strengths and opportunities (Leonard and Trusty, 2015). Though, Jeffs and Smith (2010) argue that management within youth work has previously been ‘alien’ despite its inclusivity, suggesting that management within youth work was not very common and unfamiliar in working with young people. This suggests that, within youth work, management in previous years has been seen as a more general and organisation orientated role, than supporting others. Nevertheless, Ford et al (2005) argues that within the 21st Century there is a huge push to modernise youth work in order to attempt to improve the overall effectiveness and efficiency of management within the youth service, however to do this, there is a ‘’need for improved leadership and management’’.  Therefore, by implementing collaborative management into practice, this can help increase the leadership and management within organisations as all staff members would be encouraged to work collectively together, to overcome any challenges or barriers within the organisation and to develop modern youth work (Tatum, 2022).  Ford, Hunter and Waller (2005) further suggests how many youth work managers have the ability and the skills to manage an extensive range of activities for young people as well as having the capability to ‘build the vision’ for an organisation by adapting and ‘thriving in the current climate’’ (Jeffs and Smith 2010, p140). This suggests, that despite the common term ‘management’ suggesting authority and power, recent literature argue that managers, specifically within youth work, recognise the importance of their role in supporting young people and now view their role as leadership as well as managing within the process. (Jeffs and Smith, 2010).
Maslow's Hierarchy of Needs theory plays an important part of effective management, especially when working with young people. This theory was deepened by psychologist Abraham Maslow in 1943 and put forward that individual have five levels of needs (Kulhari, 2021). This theory focuses on physiological needs (food and clothing), security (safety, employment assets), social (family, friendship, intimacy, belonging), esteem (self-worth, accomplishment and confidence), and self-actualization (inner fulfilment) (Kulhari, 2021).  Lester (2013) argues that the lower needs are more influential than the needs at the top, and that if individuals' basic needs are content then an increase in psychological health for individuals.  However, despite one individual being at one level of the hierarchy needs, another individual may be at a different stage (Jonas, 2016).  Maslow's Hierarchy of Needs links specifically within youth work, as managers are in key positions to motivate and lead their colleagues and young people to gain inner fulfilment (Jerome, 2013) an to move up the level of needs.  As EMP (2019) claim that when one of their needs are met, they employee is often motivated to reach to the next set of needs within the hierarchy. In addition, Jonas (2013) highlight's how Maslow’s Hierarchy of Needs plays a significant role in recognising individuals' differences and can influence their self-actualization and esteem.
Furthermore, with current policies and theories in place, such as transforming youth work 2001, management is now recognised as noteworthy and valued in youth work (Jeffs and Smith 2010). Within the Transforming Youth Work (2002) policy, it argues that the management and leadership of youth work should work alongside other agencies, as well as promoting ‘’social, moral, cultural, emotional and physical development of young people’’ (Transforming Youth Work, 2002, p, 8). With this in place, an effective manager within a youth work organisation should be able to effectively involve young people, as well as listen to the young people accessing the services to respond to any issues they may raise (Ford, Hunter and Waller,2005). However, despite these skills that many managers have, Hampson and Howell (2018) argue that within recent youth work, there are many challenges that managers face, such as funding and a lack of recourses.  This issue is particularly found within voluntary sector organisations. In addition, Buchroth (2012) claims that one of the main challenges with management in the voluntary sector is their pressures to work towards certain outcomes and targets. Despite these pressures (Ord, 2012) highlights how the voluntary sector have their own freedom by implementing management structures and the cultures within the workplace in an unstructured approach. This suggests that these organisations have their own Independence and have the ability to manage their organisation differently to the public sector norms, but do face a great amount of pressure to ensure that they gain their funding and targets (Ord, 2012).
In order to provide the best management within organisations, especially within youth work, it is evident that managers are in a key position to obtain change. Though, in order for change, Ford, Hunter and Waller (2005) claims that effective leaders are vital to gain individuals attention and focus to go over organisational structures and planes/goals and to encourage higher quality level of performance and motivation, with support and encouragement (Ford, Hunter and Waller, 2005)
Therefore, taking this into account, Humanist Theory (similar to Maslow’s Hierarchy of needs), when applied to practice can encourage managers to focus on individuals rather than the organisation (Ord, 2012). Similarly, Contingency theory focuses on the need for flexibility and emphasises that there is no best approach to management (Fiedler, 1958). Though, being supportive and motivating towards the organisation, staff and young people can influence positive leadership and management skills (Leonard and Trusty, 2015). However, it is argued that all leaders obtain different competencies with different leadership approaches. Therefore, contingency theorists would argue that no matter how successful an individual is in leading and managing others, there will always be a situation that an individual will find challenging (indeed, 2020) and successes made by leaders and managers depends on the induvial own skills and the environment they are in.  This suggests, that contingency theory creates a diverse environment within organisations as every manager and leader will obtain different skills and abilities in order to perform to a high standard. Furthermore, the implementation of Systems Theory links well as, Goss (2013) claims that it is essential for the learning process and reflecting on practice is a vital part of the process. 
To conclude, it is evident that both leadership and management both have different roles and responsibilities, but can both work collectively together (Bolman and Deal, 2014). leadership and management play a significant role in youth work and by providing organisations and young people with effective and skilled leaders and managers, it is clear that effective youth work can be implemented. Likewise, the critical review shows that transformational leaders provide organisations with an increase in growth, motivation and development for the staff and young people accessing the services. For example, as mentioned within the essay, transformational leaders provide young people with a safe, supportive and encouraging environment as well as providing organisations with visions for the future (McCleskey, 2014 and Bono and Judge 2004). Likewise, transactional leaders also play an important role, but it is clear that this type of leader focuses mainly on managing others within the work place, focusing on their own self-interest and supervision and group performance (James and Ogbonna, (2013) rather than focusing on individuals and young people.
 In addition to this critical examination on the two types of leaders, it is evident that managers are in a key position to recognise individuals needs and to implement theories within practice, as it is evident that they provide youth work with significant and noteworthy influences. Such as Maslow's Hierarchy of Needs, this is a key management theory that provides young people and employees with physiological needs, security, social, esteem and self-actualization (Lester, 2013). From this, it is clear that without these basic needs, individuals' psychological health can decrease (lester, 2013). Therefore, this provides clear understanding on the importance of this theory put into practice to enhance job morale, motivation and well-being, within all individuals. However, in order to achieve this, it is evident that the Humanist Theory and Contingency Theory both also play a significant part in management within organisations, especially youth work. This is argued by Ord (2012) and Fidler (1958) whereby they both argue that by applying Humanist Theory into management it can focus on individuals (transformational leadership) than the organisation. In addition, Continency Theory emphasises on flexibility and argues there is no best way to approach management. 
However, it is argued that despite this being said, it is vital to provide supportive, motivating and encouragement towards employees and organisational settings in order to achieve the best outcomes (Leonard and Trusty, 2015), as well as the encouragement of creating and becoming a transformational and collaborative leader.
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