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Introduction
This assignment is based on supervision sessions that I have had with Miss G. The supervision process involves both parties (National Youth Agency, 2021). In the context of youth work practice, supervision is described as a worker's frequent meeting with a supervisor to discuss problems that come up for them while they are working. It allows the employee to step back from the day-to-day tasks, evaluate their work, and develop plans for future work. "That one person, the supervisor, meets with another, the supervisee, in an effort to make the latter more effective in helping people" is the overarching objective of supervision (Jenkinson, 2010). The reflection completed after each session will follow Gibbs' Reflective Cycle (1988). It comprises six stages; each stage will help me examine my experiences and aid in understanding my feelings and how to move forward. 

Practice Log 1
Description 
I am supervising Miss G. We first met on Teams on May 22nd 2024. During our first meeting, we made a supervision contract. While working on the contract, we set our meeting's rules and boundaries. We agreed to meet in Tesco in Ammanford on Wednesdays. However, if something changed, we decided to meet on Teams instead. After we agreed on this, we then went on to discuss the boundaries, such as what can and cannot be addressed during our supervision settings. For supervisors, boundaries are essential because they create a defined structure for professional interactions and duties. By keeping duties and expectations clear, well-defined boundaries help prevent misunderstandings and promote responsibility and efficiency within the team (Michigan State University, 2023). Next, we discussed working together our expectations for each other and our hopes and fears. Miss G feared that I would speak to others about what was being discussed, and she hoped that I would stay professional and guide her through difficult decisions. In the context of health and social care, confidentiality is defined as honouring an individual's desires and keeping sensitive information private. It implies that unless the subject has granted permission or it is utterly essential, professionals shouldn't divulge personal information about them to third parties (Hendy, 2023). Professional supervision is a skillfully led service that allows individuals to have frank conversations with their colleagues in a structured setting. It helps participants to analyse problems and come up with fresh perspectives on topics and challenges related to professional jobs (Converge International, 2024). Finally, we spoke about the session format and organisational and professional context, and we agreed to meet in Ammanford Tesco and on Teams if either of us could not make it. 
Feelings 
When we set up the supervision contract during our first session, I was nervous because I did not know much about supervision or the proper way to hold one which is An entirely normal reaction to anything unfamiliar or outside of your comfort zone is anxiety. Although unsettling, the sensation is fleeting, and you'll feel better as soon as the source of your anxiety is eliminated (santos-longhurst, 2019) Miss G gave me some pointers and tips and guided me during the first session. This helped me understand how supervision takes place. After the initial meeting, I felt a little more confident about the supervision; however, I still felt nervous in case I did or said something wrong. 
Evaluation 
The good part is that Miss G and I kept the supervision confidential. This is good because confidentiality ensures that young people are being protected. Confidentiality is a right to privacy, and confidentiality must be balanced with workers' need to act on valid child protection concerns (Youth Scotland, 2024).
What did not go well was that Miss G never once sent me an email before the supervision session outlining what she wanted to discuss. She also never contacted me when she needed to cancel the sessions, which meant that I was waiting on teams for most of the session. 
Analysis 
The actual supervision sessions went well because I already knew Miss G, so I felt comfortable with her. Initially, I wasunsure what supervision was about or how the sessions were supposed to be structured. Miss G was understanding about this and offered me guidance during the sessions. 
It did not go well because Miss G was very busy, and we found it hard to stick to the planned days. When we needed to change the day or time, Miss G did not communicate with me to tell me about it; I was unaware until sometime after the session was over. However, as a youth worker, I understand that you have to be flexible, as situations can change quickly.


Conclusion 
From this supervision session, I learned that not all youth workers and their management have supervision sessions that are set out the same. Each session is adapted to make it more comfortable for the youth worker. The supervision session could have been more positive if I had been aware of what was discussed before the session. This would have allowed me to research things like the legal age to work and how many hours a 16-year-old can work in a week. I needed to develop confidence skills to handle this situation better, as I kept doubting what I was saying and suggesting. 
Action plan
This session taught me that supervision does not have a set structure. Next time, I would make sure that there is a set plan before the session so that I am aware of what is going to be discussed. By challenging myself with more supervision sessions in the future, I will develop better confidence skills. 

A Supervisor has various functions, such as planning, organising, leading and controlling (Roberts, 2023). Planning: I pre-planned the sessions with Miss G. We agreed on the days, dates and times, and the place that we were going to meet for the supervision sessions. Organising: I organised the place and time for the sessions with Miss G. Leading: I led and controlled the supervision sessions by first asking how she was and how her day had been. We then discussed things such as her caseloads, any upcoming holidays, and things that she needed to research. 

Practice Log 2

Description
Session two was completed over a phone call as I had issues with my laptop and Teams. I went to work an hour early so the shop was not open and there would not be any customers to deal with; Miss G was walking to work because her car broke down. Miss G stated that there was a slight change from the previous supervision session. We began the session by reviewing the tasks set in the prior session. Miss G was tasked with determining the legal age for a young person to start work and how many hours a week they are allowed to work legally. Miss G reported back that the young person was doing ASDAN courses with herself and that they could only work 2 hours on a weekday and 5 hours on a weekend. Miss G discussed the upcoming summer activities and updated me on any changes. Miss G stated that she has now started taking her 1-hour lunch breaks and has been going for walks during them to ensure that she isn't overdoing things and has time to clear her head. 
Feelings
During the situation, I felt calmer than during the first session. This is because I understood more about supervision and how it is set out. After the session, I felt stressed because of an issue with Teams. However, I was happy that we overcame that issue and succeeded in completing the supervision session. 
Evaluation 
The good things were that the supervision session was successful, the set tasks had been completed, and the information was fed back to me. Both Miss G and I felt more confident during this session. I understood more about supervision and how it works. I felt more confident with what I was saying to Miss G, and this was because it was not done on Teams where she could see me. 
What did not go well was that the session was done in public, as Miss G was walking to work. This is not ideal, as she was not able to talk openly about certain things. Also, other people were walking past her on the street, so Miss G had to be more mindful of what she was saying and the way that she was saying things. 


Analysis
Things went well because I gained a better understanding of supervision and felt more confident about what I suggested. 
What did not go well was that Teams were playing up. I could not hear Miss G via the Teams app, but I could see her, and Miss G could not hear me. 
Conclusions 
From this situation, I learned that technology does not always work in our favour and that we need to adapt and overcome situations, such as adjusting to a phone call instead of a Team's video call. I also learned that Miss G had completed the tasks set for her in the previous session and that there are a limited number of hours that a young person under 16 can legally work. 
Action plan 
If I had to do this session again, I would recommend rescheduling it so that Miss G is not on a public street. This would ensure total confidentiality and privacy for herself and the discussed topics. I would also ensure that my technology works beforehand, as it was stressful when I discovered it was not working correctly. 
I will develop better confidence skills, as even though I was more confident, I still needed to be more confident in everything I said. 

Practice Log 3
Description
For the third supervision session, Miss G and I met at 9:30 a.m. in Tesco in Ammanford. There, we discussed the tasks that were set during our previous supervision session. 


Feelings 
I felt somewhat anxious because this was the first face-to-face session, and many people were in the café. I think Miss G felt okay with the situation; she came prepared and acted calmly during the session. I found it stressful as Miss G knew some of the people in the café at the time and was talking to them during our supervision session, which made me feel quite anxious. Looking back at this session, I now think that I did well, given the circumstances of the supervision session. 
Evaluation 
What worked well was that there wasn't a risk of technology playing up as we were doing it face-to-face. Miss G brought some ASDAN booklets for me to look at, as I had never heard of ASDAN before. Miss G also explained the booklets to me so that I could better understand what the young people have to do.  
What did not go well was that there was little privacy. The café was quite full on that day, and Miss G knew people in the café, so during the supervision session, she talked to other people. I also felt that Miss G couldn't be as open about some of the issues due to the lack of privacy. 
Analysis 
Things went well because there were no technological problems, and Miss G and I were well-prepared. We both acted professionally during the supervision session. 
Conclusion
I learned that doing a supervision session in a café is not the best idea due to privacy issues and that it would be much better if it had taken place in an office. I think this session would have been more positive for me and Miss G if it had taken place in an office or somewhere with more privacy. I need to develop more confidence skills, as I was somewhat nervous doing the supervision face-to-face. 
Action plan 
If I had to do this again, I suggest that we find somewhere more private so that the public does not disrupt the session and that Miss G can talk freely about her cases while maintaining confidentiality. To develop more confidence, I will continue to challenge myself to do supervision sessions, and I will make sure that I am sent an agenda for the meeting beforehand so that I can prepare for it. 


Management
There are many different leadership and management theories, such as theory x, theory y, the McKinsey 7s framework, autocratic, democratic, laissez-faire and trait theories, such as behavioural, contingency, and transformational theories. 
Working on his motivation theory took up the end of the 1950s and the beginning of the 1960s for Douglas McGregor. His thesis, which has the curious moniker "Theory X Theory Y," presents two opposing perspectives on workplace behaviour. Every perspective discusses a distinct strategy for satisfying the motivational needs of every person. According to McGregor, a manager's leadership style at work is based on their presumptions about their staff.(Aithal, Kumar. 2016).According to Theory X, workers are indolent, uninterested in doing a competent job, and uninterested in the objectives of the company. As a result, management needs to keep a careful eye on workers to make sure that the work gets done. However, theory Y states that workers want to do a good job and are so interested in the organisation's objectives that they want to be part of decision-making processes and use their authority and abilities to make sure the organisationsucceeds(Bass, 2015).
With assistance from Richard Pascale and Anthony G. Athos, McKinsey consultants Tom Peters, Robert Waterman, and Julien Philips created the McKinsey 7S model in the 1980s. Scholars and professionals have utilised the model extensively since its launch, and it is still one of the most common instruments for strategic planning. The McKinsey 7s model analyses an organisation's design by examining seven essential internal factors: people, skills, shared values, strategy, structure, systems and style. This allows the organisation to determine whether or not these elements are correctly aligned and enables it to achieve its goals ( Jurevicius, 2023). The first three components, "strategy," "structure," and "systems", are challenging because they have an impact on an organisation's management. Conversely, the last four “shared values," "skills," "style," and "staff" are considered soft elements since they are more abstract and focused on culture (Leo, 2021).

Autocratic 
The hallmarks of an authoritarian leadership style include total individual control over all choices and minimal participation from group members. Autocratic leaders seldom take input from their subordinates and usually make decisions based on their opinions and assessments (Nickerson, 2024). Nickerson (2024) highlightsthat the advantages of autocratic leadership are that it provides direction, relieves pressure, and offers structure. Nickerson (2024) also highlights that the disadvantage of autocratic leadership is that it discourages group input.
Democratic
A team that requires quick results is not a good fit for a democratic leadership style. It is also not the ideal management approach for teams of inexperienced workers (Regan, 2022). Regan (2022) highlights that the pros of democratic leadership are that it encourages creativity and innovation, helps the team gain trust with each other, encourages employee engagement, and allows employees to produce quality results. Regan (2022) also highlights that the cons of democratic leadership are that it is very time-consuming and easy to lose the group's trust. 
Laissez-faire
Laissez-faire leadership allows individuals to make decisions on their own initiative and adopts a hands-off style. Although leaders continue to give their teams the means and instruments necessary for success, they mainly stay out of day-to-day operations (Lee, 2023). Lee (2023) highlight that the pros of a laissez-faire leadership style are it gives individuals the opportunity to enhance their own leadership skills, can result in a rise in inventiveness and creativity. It reduces anxiety about failing, builds a culture of trust between the team and the leader and instils freedom. Lee (2023) also highlights that the cons of a laissez-faire leadership are that it may lead to a decrease in productivity; there is frequent conflict amongst teammates, and it may need to be clarified regarding positions and duties! It won't work with a squad that lacks motivation or skill. 


Behavioural theory
The behavioural leadership theory is centred on leaders' actions and assumes that other leaders can emulate similar behaviours. Often referred to as the "style theory," it contends that influential leaders can be developed via teachable behaviour instead of being born. One of the many benefits of the behavioural theory is that it allows leaders to choose the behaviours they want to adopt in order to develop into the kind of leaders they want to be. It enables leaders to be adaptable and change course when necessary. The idea that everyone can become a leader is another fantastic advantage of this leadership approach. One of its drawbacks is that the behavioural theory permits flexibility but makes no explicit recommendations on how one should act in particular situations. The behavioural theory is the foundation for many different leadership philosophies, but not all situations call for a specific approach (Western Governors University, 2020)
Contingency theory
According to the contingency theory of leadership, a leader's effectiveness depends on the circumstances surrounding them. Basically, it all comes down to how well a person's leadership style suits the circumstances. This notion states that a person might be a good leader in one situation but a bad leader in another (Miles, 2022).
Transformational theory 
Transformational leadership fosters good changes in those under its direction and is vested in the accomplishment of every participant in the process. Drive, passion, and enthusiasm are abundant in transformational leaders. It should come as no surprise that these attributes have the power to build or destroy an organisation. This style of leadership is highly favoured (ugochuwu, 2024)

Conclusion
Throughout this essay, I have used my own experiences of being a supervisor and linked these to the theory and practice of youth work. I have also looked at theory X and theory Y. I finally looked at the McKinsey 7S framework, which is autocratic, democratic, and laissez-faire. I finally looked at behavioural theories, contingency theories and transformational theories. I have written a bit about each of these and the pros and cons of this management and leadership style. 
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