[bookmark: _GoBack]Supervision Essay 2
Critically analyse the role and functions of supervision in promoting effective youth work practice
Used informally since the development of psychoanalysis and recognized universally as best practice, supervision is considered to be an effective tool for supporting good work practices in most organisations, but especially surrounding helping work that involves children and young people, so that within the UK, regular supervision is a requirement in social work (Tsui, 2005). The supervisory sessions are necessary for the training and development of staff, but they also facilitate the need to encourage confidence and self-efficacy, to identify levels of stress and to encourage practices that lead to staff retention (Boyas and Wind, 2010). Inside these supervisory sessions, the supervisor and supervisee can develop trust and form a connection that builds a more positive working relationship, where thoughts can be shared to create a better understanding of work-based practice within their organisation (Jenkinson, 2010). Supervision can also be carried out in different formats; for example, group supervision has a main supervisor working with multiple supervisees at the same time; whilst peer supervision takes place amongst colleagues who supervise each other; some supervision is delegated to external agencies; however, direct managerial supervision is by far the most common type. The supervision experiences that are received by the youth worker are invaluable for their personal and professional development, and there is an element of supervisory knowledge that will be transferred to the youth worker which can then be utilised to benefit the relationship between youth worker and the young person that they support (Kadushin and Harkness, 2014). Though the ideal setting should adopt a more informal environment so that the young person feels that they are able to express themselves freely, the main advantage will be that the young person and the youth worker will both be comfortable enough to exchange narratives that are beneficial for social and organisational development (Jeffs and Smith, 1996). It is understood that youth work has many challenges and can be a very stressful occupation, but supervision is one of the main tools necessary to address the complexities that youth workers are confronted with on a daily basis (McNamara, Lawley and Towler, 2007). Once provided with adequate supervision, youth workers will then be able to focus on the young people who they support in a more positive way, because they too are receiving the support that they need from their managers or supervisors (Lee, Weaver and Hrostowski, 2011). As well as learning and support, supervision can also be used to highlight the youth worker’s successes and achievements.
The relationship between the youth worker and the young person takes time to develop and through regular dialogue and consistent support, the young person will then become more trusting of the youth worker; through such relationship building, the young person will be encouraged to engage with discussions surrounding personal development and reflection (Young, 1999). This process is similar to the supervision that the youth worker will receive from the supervisor or manager, following the same progression from relationship building, to trust and then on to developing better working practices (Sapkin, 2013). Freire (1972) describes the ideal learning experience to be one that is not steered by authority, but instead where both parties are learning and gaining from each other and, in this way, the supervisory sessions are therefore producing teachable moments for both supervisor and supervisee, as well as providing an exemplar as to the transferable skills that youth workers will be able to integrate into their contact sessions with young people. The young person will be able to better express and share their thoughts and feelings because there are no authoritarian demands; instead, there is the mutual benefit of learning to all parties involved (Wiedow, 2017). Everyone has unique qualities that they bring to an organisation, but in order to guide the supervisee into bringing these characteristics to the fore, the supervisor must engage in actively listening to the expressions of the supervisee (Mitchell, 2019).
Similar in nature to the support that the youth worker is providing to the young person, the relationship between the supervisor and the supervisee stimulates an attitude of continual learning and improvement, providing opportunities to develop problem solving abilities and supplying a practical example of how to remain emotionally present through the use of active listening skills, focusing upon the emotional aspect of the role and the way the youth worker’s reactions to their emotions affects their work (Frosch, 2018, pg. 2).   
One of the major aspects of supervision is the arrangement of meetings that are consistent, anticipated and well planned for in advance, but this is rarely the case for most youth workers, who instead are called to justify the needs for funding youth projects and are given very little opportunity to discuss areas of concerns within their organisations. Although most helping organisations subscribe to the principle of supervision, for many youth workers the issue of supervision is only raised when there is a problem, such as a disciplinary or safeguarding issue; while counsellors view their formally implemented supervision system as an ethical obligation, youth work does not tend to see supervision as an organisational priority. Youth work is often based upon long hours with a hectic schedule, working under pressure to support young people with difficult lives. 
A supervisor’s responses should always be personal rather than objective, being based upon the needs of the supervisee, whilst also allowing for the maintaining of professional boundaries within the relationship, which requires that both parties be simultaneously professional and  emotionally vulnerable; having greater experience, it is traditionally a supervisor’s role to provide oversight and guidance to the supervisee, although this can be blurred into assessment when the supervision role is carried out by a manager, creating a conflict of interests between the separate and potentially antagonistic motivations of the roles (Mitchell, 2019). It is not reasonable to expect a youth worker to essentially incriminate themselves by opening up about their weaknesses and inadequacies to the person who is responsible for maintaining their employment, without a high level of trust already being in place.  
Although most youth workers would express that they feel their work to be rewarding, meaningful and necessary, the role can also present a variety of challenges and emotional difficulties, particularly due to the vulnerability presented by their service user’s age and general lack of life experience, seemingly requiring ever-greater interventions on the part of the youth worker (Johnco, Salloum, Olson and Edwards, 2014). Stress from either party can hinder the development of positive relationships and, in addition to other organisational concerns such as increasingly excessive amounts of paperwork, can lead to youth worker burnout and higher levels of staff turnover (Faulkner, Gerstenblatt, Lee, Vallejo and Travis, 2016). On the other hand, retention has been shown to be achievable by helping workers to discover personal significance in their roles, using the supervision process to reinforce the youth worker’s own reasons for engaging with their chosen profession (O’Rourke, 2011).
Most young people don’t access youth services with the outright intention of forming meaningful relationships with youth workers (Jeffs and Smith, 1998), but are mostly accessing these services because they are attracted to the activities that are on offer; the relationship process is something that happens after the fact, as the youth workers make themselves available to the young people, whether taking the time to have fun with them on residential trips or just listening to their stories that they feel comfortable to share during youth sessions. When the young person comes to the realisation that there is something valuable between them and the youth worker, they can appreciate and then increasingly value their time spent at youth meetings; this development is unspoken and occurs naturally, perhaps even over extended periods of time (Young, 1999).
Youth workers need supervision, as there is a high demand for expectations, such as the requirement to evidence positive outcomes for young people in order to generate continued government funding. The informal learning environment in which most youth work is undertaken requires youth workers to be self-dependent on their own skills, work in isolation and make difficult decisions that could impact the lives of young people, which can be challenging as there are often very little resources available (Richardson and Wolf, 2001). Schon (1982, pg. 39) describes this course as demonstrating “complexity, uncertainty, instability, uniqueness and value-conflict”. The need for validation about the decisions that were made by the youth worker is beneficial for personal growth and development, but most importantly, for confidence, knowing that right choices are being made for the benefit of the young people that are being supported. Having the time with a supervisor to address these issues and being given clarity, allows for self-reflection and approval (Richardson and Wolf, 2001).   	
According to Youth Work in Wales, Principles and Purposes (2013), the five pillars of youth work are that services should be: educative, expressive, participative, inclusive and empowering. All these valuable attributes that are important to young people’s development can only be accomplished with the support of youth workers who have been given adequate supervision, who are recognised and appreciated for the value they bring to their organisations, but also they will be in the process of receiving or will already have received adequate training (Sapkin, 2013). These five pillars are necessary elements for promoting responsible and healthy young people, but also, these factors are requisite to the progression of youth workers. Young people and adults are constantly changing, the decisions made are based on experiences and past outcomes, so that there is a felt need to do better and to be better (Knowles, Holton and Swanson, 2005).
In conclusion, supervision is a necessary factor of youth work or any supportive role. The time spent with a manager or supervisor who understands the benefits of supervision enables the youth worker to discuss points that are beneficial to personal development. The supervisory sessions provide the platform for relationship building between the youth worker and the manager or supervisor, but also encourages learning between both parties, in addition, the supervisor will gain a knowledge of the other beneficial skills and expertise of the youth worker, and getting to know the staff within the organisation through conversation will in turn advance the working practices of the organisation and contribute to the level of proficiency available. Young people will gain the rewards of successful supervision, having a youth worker who feels better equipped to manage their own workload confidently while supporting the young people with better resources, better job satisfaction and more stability, can lead to less staff turnover. Supervision is worthwhile for self-exploration and relationship building, but it also examines the need for further training. Youth engagement is voluntary, and this can make it difficult for youth workers to interact with young people during youth sessions if the young person is inconsistent with attendance. However, a skilled youth worker is more likely to keep young people interested and therefore able to positively influence their lives.
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