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Supervision, Leadership and Management for Youth Workers

Introduction 
In this essay I will be focusing on the importance of supervision, leadership and management. The essay will be divided into three parts. In the first section there will be an analysis on three meetings that the supervisor has participated in with a youth worker while reflecting on the supervisor role using Gibbs (1988) reflective cycle. The second part will discuss the importance of a supervisor role whilst reflecting on the three meeting that were encountered. The final part of my essay will focus on the influence of a management role and leadership on a youth worker/ organisiation. 

Supervision practice record
Meeting 1
During the first meeting the supervisor and youth worker introduced themselves to each other. The supervisor got to know about the organisiation that the youth worker works at and how it is run. This helped the supervisor have an understanding of what type of environment the youth worker works in and started to have an idea on what kind of role the youth worker has, as the supervisor has a different organisation to the supervisee. According to HCPC (2021) supervisors may come from a different profession than the supervisee, as long as they possess the necessary skills, knowledge, and experience to provide the required supervision, and have completed appropriate training. In such cases, supervisors are expected to take the time to understand the differences between the professions or roles and to acknowledge any limitations in the supervision they are able to offer. 
The supervisor and supervisee then started to make a contract in which they discussed practicalities, boundaries, session format and goals. This allowed the supervisor to have a clear picture of what the supervisee would like to gain from the supervision session whilst also creating a structure to keep so that the supervisor and supervisee are on the same page. A supervision contract helps avoid problems by setting out the main details of the supervision. It also ensures that both parties understand and agree to what’s involved (Bps.org.uk, 2024). 
Before the first meeting the supervisor was nervous and apprehensive to meet the supervisee. However, during the meeting, the supervisor started to become more comfortable and confident due to remembering skills that they have learned over their time as a youth worker. Such as there was good active listening through using follow up questions, nodding, eye contact and relaying information that the supervisee has given for example what organisation the supervisee works for and what role they have. Rigby and Aldridge (2001. P. 55-86) argues that there is a difference between listening and active listening. The difference is where active listening lets the talker know that they are being listened to by using skills such as open questions, paraphrasing, summarising and reflecting. The authors also suggest that 7% of communication is actually heard, 55% is made up of none communication and 38% is tone of voice (Rigby and Aldridge, 2001. P.86). I believe that the supervisor has learn a lot from this experience so far such as they have picked up that it’s much harder than it seems, for example it is hard to multitask listening to the supervisee and also noting down important information and also finding the right balance of authority. For instance, the balance between being friendly but also professional, educational but also trying not to be overwhelming. Even though it can be difficult it is also fun and rewarding to be part of someone’s journey as a youth worker.
Even though the supervisor believes that they used good communication skills, they also believe that they have a lack of knowledge about the supervisee on a professional personal level and also the organisation that they work in. Therefore, by the next meeting the supervisor is going to take time to research the organisation to have a better understanding of its goals and structure. The supervisor would also like to get to know the supervisee better and see what type of person they are for example their work ethic, hobbies, why they want to be a youth worker etc. 
Meeting 2
During the second meeting it was much more comfortable between the supervisor and supervisee from the beginning. It started with the supervisor introducing a meeting agenda which is Sapin’s ‘Agenda for a supervision session’ (Sapin, 2009, P. 194). This allowed the supervisor and supervisee engage in a better structured meeting and it allowed the supervisee so say everything they needed to say. MIT Human Resources (2024) reveals that having an agenda saves time, allows clear set topics, objectives and time frames. The supervisee described a scenario that happened in their organisation in which they felt was not professional. Therefore, the supervisor had listened to the whole situation while taking notes and listening effectively so that they could ask the supervisee to elaborate on certain events and give effective feedback. While the supervisor and supervisee were discussing the incident, the supervisor felt more confident as they done research on the supervisee’s organisation before the second meeting. 
Throughout the meeting the supervisor felt that they excelled in time management and organisational skills. The agenda that was put into place helped this a lot and allowed the meeting to start and end on time, kept the conversation structured and stopped the meeting drifting to other irrelevant topics and enabled the meeting to break down larger topics in to smaller, less overwhelming subjects. According to Aymeric Gaurat-Apelli (2024) “Starting and ending on time is seen as 40% more effective. It greatly boosts the team’s productivity. Using clear agendas and time plans can save up to 54% of meeting time that might be wasted.”. One skill that the supervisor needs to work on I being prepared to have difficult conversations and stepping out of their comfort zone. During the meeting there was a time where a difficult subject came up to speak about. Even though this is common in supervision, the supervisor felt slightly shocked. Having difficult conversations can be scary however it requires practice to gain the skill of dealing with these circumstances (Houston, 2021). When mentioning stepping out of someone comfort zone, the supervisor is trying to elaborate on trying to understand situations you might not even understand yourself. However, the supervisor was honest with this and explained to the supervisee that they will research on the topic in conversation and will pick it back up in the next meeting. 
In conclusion, the supervisor believes they have expanded on their management skills and have come to the realisation that an agenda structure is better for effectiveness of the meeting. Moving forward the supervisor has now had to deal with tough topics and now is more prepared in knowing how it feels to be put in that position and will do better at dealing with it on the spot. H, (2022) states that having challenging conversations builds stronger relationships and increases mutual trust, and can create opportunities for personal growth and improve communication skills. 
For the next meeting, the supervisor is going to research about a topic that the supervisee has brought up so that the supervisor can give correct and effective feedback. The supervisor is also going to have a conversation with the supervisee about principles and practices of youth work and see their understanding on it. O’Reilly (2019) argues that keeping up to date with principles and practices effects your work in a positive way and creates the best results. A skill that the supervisor is going to work on for the next meeting is emotional intelligence, that meaning working on self-awareness, empathy and managing their own emotions properly. Being emotionally intelligent can help you manage relationships more effectively, fostering teamwork, empathy, and collaboration. Strengthening this skill can drive your career forward and benefit your organisation (Landry, 2020).

Meeting 3
During the final meeting the supervisor was very positive and found it much more enjoyable due to building a good relationship with the supervisee. Having a positive relationship between the supervisor and supervisee helps maintain a positive and motivated work environment whilst also increasing good success in the organisation (FIWebteam, 2023). Throughout this meeting the subject was about the supervisee joining a new organisation. The challenge that the supervisee had was that they felt like an outcast as none of the staff were acknowledging that they were there and made no effort to introduce themselves or the young people. The supervisor felt bad for the supervisee so therefore, throughout the meeting they both spoke about how the supervisee can approach that situation next time by planning and preparing to present ice breakers to the young people so that then the supervisee can start building relationships with the young people. According to Sasan, Tugbong and Alistre (2023) ice breakers help to build relationships with young people by creating a more comfortable and positive environment, it also helps expand young people social and teamwork skills. 
Learning from the last meeting the supervisor felt that they had good emotional intelligence. The supervisor was very empathetic about the situation that the supervisee was in and it presented that the supervisor has care for the supervisee by showing emotion. The supervisor decided to use the meeting agenda again in this meeting and as expected it started and ended on time. The subjects that were spoken about was broken down into different section therefore it went much more smoothly and the supervisee or supervisor didn’t feel overwhelmed with information. The supervisee made a few reflective accounts during this meeting, by comparing her last organisation to her new one. As the supervisee was doing this the supervisor was learning a lot about what they supervisee is like as a worker, youth worker and person whilst also learning about where they would like to go in the future. Learning about the supervisees future work plans allows the supervisor to target development opportunities and focus on what can help them build to their future targets (Tehrani, 2022). 
Considering this was the final meeting, there has been many lessons that the supervisor has learnt. One being how important and effective supervision sessions can be not only for the supervisee but the supervisor too. According to Maier-liu (2024) supervisors learn many things while participating in supervision sessions with supervisees. Some skills that they can enhance are communication skills, critical thinking, decision making skills and so many more. The supervisor believes that they have developed their time management skills, listening skills, emotional intelligent skills and so many more while having the meetings with the supervisee. 
Going forwards, the supervisor believes that they need to take everything they have learnt from this experience and take it into their next encounter with their supervisee. The supervisor needs to remember to be confident even if they think they are not good enough for this role as at the beginning the supervisor lacked confidence and thought they lacked knowledge. Caesar (2024) states that having a leadership role and having a lack of confidence effects the work place and other employees by increasing the feelings of stress and anxiety and can make the environment toxic and negative.   When in fact after this experience they have realised that they enjoy being a supervisor and help and motivate other youth workers into being the best they possibly can. 

Critical reflection on the role of supervision
The purpose and functions of supervision linked with reflection from practice
“Supervision is an opportunity to bring someone back to their own mind, to show them how good they can be” (Quotefancy.com, 2025). This is a quote by Nancy Kilne, that demonstrates the importance of supervision for a supervisee and how effective it can be to their work. There are many purposes to supervision, such as improving wellbeing, improves work environment and culture and supports reflection and other professional practice (HCPC, 2021b). However, one of the most important purposes to supervision is locating self. According to Egan and Titelbaum (2022) “self-locating beliefs are beliefs about one’s position or situation in the world. As opposed to beliefs about how the world is in itself”. Self- location helps us understand how our background and experiences shape the way we see the world. When we recognise our perspectives, we can challenge our assumptions and use our position to make a positive difference in other people’s lives (Self- Location guide, n.d.). Satir Pacific (2024) states that during supervision not only the supervisee partakes in locating self but the supervisor does to. The author also explains that by reflecting and being open about experiences in supervision, it allows for the supervisee to “navigate the depths of their own personal iceberg”. 
In the meetings that the supervisor and supervisee had, the supervisor felt as if the supervisee did locate self. While the supervisor was using follow up questions and going through situations step by step, the supervisor felt as if during the explanation from the supervisee things were becoming clearer to them and by the end of the third meeting, they had more of an understanding who they were as a person and a youth worker. The supervisor believes this was down to reflection and effective conversations. 
www.vic.gov.au (2024) argues that there are 4 functions to supervision. One being managerial, this is part of supervision where the supervisor ensures the supervisee are aware of their responsibilities and stick to organisational policies and legal requirements. The supervisor also needs to monitor workloads, what resources they need and how they’re coping. The second function that the author introduces is the development function. In this function the supervisor must focus on promoting professional growth through reflective practice and lifelong learning. The supervisor also needs to support learning, develop the supervisees skills like decision making and give feedback and guidance to help the supervisee grow and improve. The third function is the systemic function. This is where the supervisor looks at power differences, inequality and how the organisation works; encourages thinking about cultural safety, discrimination and fairness and offers a space to talk about safety changes, working with other agencies and advocacy. The last function that the author presents is the supportive function. This is where the supervisor creates a safe and trusting space for the supervisee to talk about their work challenges, emotional impacts and personal experiences; helps address trauma and resilience and encourages discussion around wellbeing, and promotes boundaries and reflective conversations about how personal values are life experiences influence professional practice. 
During the 3 meetings the supervisor feels they have done all four of the functions. The managerial function was used at the beginning when the supervisor and supervisee discussed and made a contract setting out boundaries, responsibilities and times. The developmental function was used throughout all three meetings as the supervisee was reflecting throughout while the supervisor was presenting effective feedback and support. The systemic function was used in the third meeting, due to one of the topics being discrimination, advocacy and inequalities. And the final function which was supportive was used throughout all three meetings as the supervisor was constantly supportive and trusting and the supervisee felt open to speak about personal life, trauma and work life. 
Policy and professional standards influencing supervision
One policy that influences supervision is the Youth Work: Principles and Purposes (Youth Work in Wales Review Group, 2022). Even though the policy has 5 pillars, 2 of the pillars that has a high influence to supervision are Empowerment and Participation. The empowerment pillar influences supervisors to encourage youth workers to reflect on whether their practice really empowers young people. This discussion can then focus on how to strengthen young peoples, voices and choices. Most of all supervisors’ support youth workers to recognise when they may be taking too much control for young people instead of with them. Another pillar that influences supervision is the participation pillar. This allows supervisors to get their supervisees to reflect on how they are involving young people, therefore the supervisor can then help the supervisee plan better on how to involve young people. 
The National Occupational Standards of Youth Work also has a major influence on supervision (CLD Standards Council Scotland, 2019. P. 5). This policy influences supervision by creating an area for supervisees to discuss topics like equality, discrimination and making sure the supervisee are valuing young people’s identity, background and beliefs. It also influences supervisors by supporting their supervisees to build positive relationships with young people but also their families, community’s and other multi-agencies. It also influences supervisors to enhance the importance of advocating for young people whether its their emotions, views or challenges.  

Leadership and management theory review
Overview of leadership and management theories linked to youth work practice
“The apparent lack of a unified thought on the subject of approaching leadership means that the scope of the concept can involve its subjective and objective meaning structure, understanding or framing from either the organisational or individual perspective.” (Cybal-Michalska and Rosalska. 2025). The author sates that there’s not one clear definition of leadership, so people approach it differently. Some focus on the individual leader, others on the organisation, and some see it as personal and interpretive, while others see it as factual and structured. However, there are many different ways that people believe on how a leader is created. The trait theory is where it’s believed that the individual is born with the traits of a leader. Individuals who trust in this trait think that an individual who are born to be a natural leader are most successful and individuals who is not born with these natural traits cannot develop them later in life (Shonk, 2025). Differently to the trait theory there is the behavioral theory. According to Champlain College (2024) the behavioral theory is where a leader is made and not born. It is believed that a leader develops the skills to become a leader over time and by knowing what is effective and ineffective leadership, that is how a leader is created.
One approach theory that can be used to determine leadership is Kurt Lewin’s leadership styles. Flynn (2024a) discuss the 3 elements to Lewin’s theory, that being Authoritarian, democratic, and laissez-faire leadership. These elements are 3 totally different approaches to leadership. Authoritarian leadership is a type of leader that is controlling and independent approach where it is primarily on the leader to make decisions and enforce rules and regulations. Authoritarian leadership uses the top-down approach. A top- down approach is often when decisions are made at the top of the pyramid, that being people like senior management. The decision and directions are then passed down the pyramid to people like supervisors and workers of the organisation, which then they have no say in the matter (Asana, 2025). Flynn (2024b) then introduces Lewin’s second style which is democratic. The democratic leadership is quite opposite to the authoritarian leadership. This style of leadership Is more of a team-based approach where everything is decided as a collective and everyone involved are listened to and taken into consideration. In the youth work sector, it is believed that the democratic approach works better as Jeffs and Smith (2010, P.140) explain that to have a good working youth work organisation, it is important to be sharing visions, goals and ideas with staff. The authors also state that it is important to remind staff how important they are to the youth work organisation no matter where they are on the hierarchy. The last system that Lewin introduced is the laissez-faire leadership. This type of leadership is where there isn’t a designated leader and everyone in the organisation is self-managed. This meaning there is no designated responsibility and no guidance or direction. 
Management is also a very important part to an organisation and is slightly different to a leadership role. Where leadership roles are there to guide people towards goals, motivating others, building relationships and solving problems; management roles focus more on creating them goals, monitoring work, budgeting and decision making (University College Dublin, 2024). One theory that can be used in a youth work organisation is the Theory X and Theory Y by Douglas McGregor (Miller, 2024). According to Sutton (2024) Theory X and Theory Y are both self-fulfilling, therefore meaning the way managers lead often shapes how employees behave. Similar to the authoritarian leadership approach, Theory Y has a controlling and dominance style where managers think they have to be stricter and authorative. The reason this is, is because Theory X managers believes that their staff are demotivated, lack responsibility and if they can get away with doing the bare minimum, they will (mindtools, 2025). However, Channell (2021) presents Theory Y being more positive and optimistic. A Theory Y manager has a different outlook on their employees as they believe that their employees are self-motivated, contribute to effective decision making and are effective at being creative and solving problems. Tyler, Hoggarth and Merton (2009, P.29) express the importance of an effective working youth work organisation no matter the style of management. However, the authors also state that a management style isn’t a one size fits all as what might work for one organisation will not work for another. The authors describe this as an organism, due to the management role has to adapt to its environment. Therefore depending what type of youth work organisation you work in, that is where you see the Theory X and Theory Y approach come into place.

Challenges in the current financial climate
There are many challenges that leaders and managers struggle with while trying to run an organisation. Funding is one of the biggest challenges that the youth work sector has to deal with, with millions of pounds being cut back in the past 10 years. The financial cuts over the years have not only affected staff by having to close down youth centers but it’s effecting the young people too with crime rates increasing and more young people getting prosecuted.  (Youth U.K, (2024). According to Morgan (2025) there has been a £1.2 billion cut back between 2010-11 to 2023-24 with 643 youth centers having to close and 1536 qualified youth workers losing their jobs. 
Funding is not the only issue that managers and leader have in the youth work sector but staff recruitment to. Alex (2025) states that there is a shortage in trained youth workers due to low pay and unstable jobs with a quarter of youth workers salary’s being below the national living wage. Also, a decline in qualified workers as since 2021, 4,500 youth workers have left the sector. Due to there not being many permanent roles available in the youth work sector it is less likely for employees to seek qualifications as it’s not worth it (Alex, 2024).
Conclusion 
In conclusion, it is very important to understand the importance of supervision, leadership and management and how it can affect youth workers and young people. By appreciating theory and linking it to youth work practice it has given more of an in depth understanding on how these roles work in an organisation and how different it can be in different environments. Using many different skills as a supervisor also shows how beneficial it can be to the supervisee as then they can take this experience and use it to better themselves as people and youth workers in which the has a positive impact on young people. 
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