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A critical analysis of the role’s and functions to promoting effective youth work through supervision.

The aims and goals of this research are to examine the role of supervision in social work, and whether social workers, youth leaders and professionals believe that sufficient supervision has a positive effect on their day-to-day work with clients, youth and professionals. The purpose of looking at what social workers say is effective oversight and what constitutes ineffective oversight

Supervision is a Latin term, broken down into two words. Super meaning ‘from the above’ and vision meaning ‘to see’.  An analysis of the term supervision is having guidance and control from a working force with a view that the work is going according to plan and the time schedule are being kept at. Further to this it gives the workers all possible help that is required to help accomplish the assigned tasks (Acharya, 2012). According to the Toft Hartley Act (1947) supervisors are those who have a higher authority to exercise independent judgement when discharging, disciplining, rewarding and hiring as well as other actions in the same nature with respect to employees. Supervision is an essential element of reflective practise and an integral part of social work (Fook, 1996). Against the context of rapid systemic and organisational change in Ireland, social workers are constantly faced with the need to search every day for new approaches for their work with clients. Over the years, supervision has provided social workers with various opportunities to reflect on their own practice and afforded the necessary forum to reflect, discuss, evaluate and develop the innovative solutions (Kadushin, 1992). A properly trained supervisor, is someone for example, who is open to listening, giving feedback and a balanced supervisory session contributes to good supervision (Munsen, 2002)

According to Adler and Cole (1995) and Ayado (2012), there are three different types of supervision. These are Democratic in which this means that the leader gives the option to the employees as to which way will work and how will they be able to in cooperate it into their own work gives supervision more a relaxed outlook and to be more lenient. Autocratic which is the complete opposite to democratic, the leader instructs what is needed to be done by telling the employees exactly what they are doing, this ensures that the supervision is direct and there is no change. (Maccoby 2000). Laissez-faire comes in-between this gives the employees to evaluate the situation and to see what way is best, this lets the employees to look at their own work and do a self-evaluation before being supervised. (Chaudhry and Javed 2012). However, amongst this there then comes two sub types of supervision which is direct that is referred to when the supervisor is present at all times, they oversee all activities and provide constant direction whereas indirect supervision is more of a characterised authority amongst employees. The Supervisor is responsible for the work but not the employees. However, Gould & Baldwin (2004: 7, Kadushin (1992) and Morrison (2003) disagrees with Adler and Cole (1995) by arguing that supervision has three different functions and that supervision has a great and many a role in social care. Gould & Baldwin (2004: 7) explains how supervision is one of the professional environments that rely on the use of discretion and judgement by social workers. Kadushin (1992) and Morrison (2003), whose fixation is on the supervisor, recognise the three roles of supervision in the sense of social work supervision. 
The three central functions of supervision are; educative, managerial and supportive. However, a joining this the quality care commission (2013) argues and states that additional to educative and managerial there is also clinical supervision and professional supervision. Concluding to this from different resources there are six different forms of supervision from different resources, some linking and agreeing with each other whereas others have their own form of supervision. Glatthorn (1984) argues but agrees the quality care commission (2013)  that with several years of research support a differentiated supervisory structure where teachers, youth workers, youth leaders and managers can select among four different types of supervision despite this while research shows that the differentiated programme is feasible and has a positive impact on those concerned, it won't be successful in all settings or with all teachers, youth workers. A generally successful implementation process is provided, but each setting is encouraged to create its own version of supervision after teachers, youth workers, supervisors and administrators. 

As mentioned by several researchers a detailed analysis of what the five main supervision points are. These include educational, managerial, Clinical, Professional and Supportive supervision all of which has been detailed and outlined as to why they are important to youth workers, and there is any relevance to them. 

Educational supervision is a term used in education to define the administrative employees ' job duties. Educational managers ensure the educational system is operating successfully and in compliance with the appropriate standards and rules. This sector is structured to ensure that teachers and other faculty members do what they are supposed to do and get the best education (Wong, 2009). Educational supervision is useful when supervising youth work as the learning process is the same as well as the duties that staff are assigned to.

Managerial supervision is an oversight that is done by a supervisor with management power and responsibility. It offers staff a chance to: 
• Review their performance.	
• Set priorities / objectives in accordance with the goals and service needs of the organisation.
• Recognize requirements for preparation and continued growth (Detert, 2007) As Detert outlines the managerial supervision not all is to do with youth work as it is based more for managers in bigger companies rather than the youth.

Clinical supervision provides workers with the ability to
• Study and comment on their work.
• In-depth review of the individual cases.
• Change or modify their practise and identify needs for training and ongoing development. (Schamess, 2006). As advertised in the title clinical supervision is used through a clinical perspective rather than being youth work orientated. 

Professional Supervision and clinical supervision is also interchangeable. This term is sometimes used where another member of the same profession or group performs supervision. This will provide the ability for workers to
• Review professional standards.
• Identify professional training and continuing development needs.
• Keep up to date on trends in their professions.
• Ensure that they are working (Davys and Beddoe, 2010). As youth work is a professional service and a professional a professional form of supervising is not needed all the time as supportive supervision is advised to be more adequate for youth workers. 
[bookmark: _GoBack]Supportive oversight is another feature of supervising the social work. Supporting monitoring is aimed at mitigating employment-related tension in social workers, notes NASW. This is intended to help maintain a certain standard of practise, and create a respectful and friendly atmosphere. Throughout this place, the social work supervisors act as team members and coaches trying to increase the number of employees and volunteers. (Kadushin et al 2009). When addressing youth work supportive supervision is one of the most common ones to use as supporting someone is more an element that is used rather than instructing them. Supporting a youth worker is more valuable than being supervised through a managerial role. 

Most social workers, youth leaders and managerial roles feel that in order for supervision to be positive, you firstly the right environment is an essential, this being a quiet room allowing both supervisor and supervisee the opportunity to reflect honestly and openly on their work with no interruptions with the understanding that there will be no interruptions and that everything that is being discussed is confidential to a matter of confident. Secondly, a successful supervisor should be sufficiently trained to provide organised supervision with appropriate experience and expertise in the area of supervision. Hawkins and Shohet (2006) Notice that the need for qualified supervisors, effective supervisory training, and social work theory and study has increased.

The benefits of supervision according to Munro (et al, 1989: 147) is that the supervisor's beneficial emphasis as supervision is an intense learning opportunity delivered in an environment of motivation and support. Loughry and O'Donovan (2000) argue that the supervisory process supports four parties: the supervisor, the supervisor, the company and the customer of the service. Friedlander and ward (1984) defines supervision as a quintessential interpersonal contact with a general objective of meeting one person (the supervisee) with another (the supervisor) in an attempt to make the latter's job more effective (ibid, cited in Hawkins and Shohet, 2002), but 'supervision is not a straightforward operation, so it is as difficult to describe it into a concrete product as strict assessment of its efficacy. 

PDT (2014) emphasises that as much as good supervision enhances relationships and efficiency, poor supervision gives way to disputes, lower rates of success or burnout of work, stress and bad relationships of work. Employee mismanagement directly impacts work quality and work satisfaction. If a supervisor is not managing an employee or a volunteer properly, problems arise where there was none. Supervision that does not help workers develop adversely affects productivity and efficiency. If supervision is not fine, then supervision is bad. A supervisor's lack of skill or unwill are two major reasons for poor supervision. It leads to good employees leaving and develops dissatisfaction among employees choosing to stay with the job. 

To conclude critical supervision, it is obvious that theorists and research says that supervision is beneficial and an important element of all workplaces and especially in the youth work. Youth workers are the shapers of the future in a way like no other. They generate the good from the bad and through supervision they can work together and help shape the Future Generations. The Wales Well-Being and Future Generations act (2015)  produced by the welsh government was designed into eight stages, the purpose was to emphasises the involvement of the youth age and how they can make recommendations to their environment and how they can be supervised into making changes for a more prosperous Wales as well as a more cohesive Wales. However, as PDT (2014) emphasis that unhappiness at work results in low performance and working relationships. It is a chain that starts with inadequate employee supervision and leads to losses for workers, supervisors and the company. This can have a downfall not only on the company’s employees but the company itself and that they are unable to work and communicate effectively. In total supervision is important in many aspects and has many reason’s to be important and efficient however, there is not always a need for supervision in youth work as its majority of a learning process and understanding what the youth want and how they understand the way of life.  
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