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Supervision, Leaderships & Management 
(ECYW5002)




Introduction
During this assignment, it will be split up into two parts with part 1 being three practice logs following supervision sessions that I have completed. Part 2 will be a critical review around the title and my supervision skills. There will be links to theories throughout my assignment. To complete the practice logs, I have carried out 4 supervision sessions with a volunteer who is completing their level 3 in youth work. The supervision sessions where an hour long with the first one being slightly longer as I explained why we do supervision sessions and the importance of them. I explained the process of supervision and the fact that it not only monitors the role but also monitors her mental health, well-being and how things are going in her personal life. I also explained that it is a good opportunity for us to get to know each other and have a catch up outside of club where we dedicate time to do this without interruptions. I explained that supervision is especially important as a youth worker as it gives you the opportunity to reflect on practice which is at the core of youth work. 

Practice Log 1: 
Once it was established why we did supervision and the process behind it, we started off by writing an agreement between the two of us. Number one was respecting each other’s time which is an important one for both of us as we are both completing youth work assignments, working full time and have other commitments. We agreed that we would respect each other’s time by agreeing dates & times after today’s supervision and sticking to them as much as possible. If there is a reason we need to reschedule, we are going to give each other plenty of notice. The next point was for the supervision sessions to be in Aberaeron, this was chosen by the volunteer as she has work and school collections, she feels that she will have more time to dedicate to supervision if she doesn’t have to factor in travelling time. The next point we agreed on was no distractions for example mobile phones, laptop. We agreed that we would have our devices on silent, laptop screen closed, and phones turned over so that we could fully focus on supervision and get the best out of it. The next point that was brought up was consider and reflect, this was made by the volunteer as she would like to be listened to and for me to reflect on her practice and give feedback. I have also said that I am open to this as there is always room for improvement and I would appreciate someone pointing things out to me that they notice. The final point we have added is to support each other which ties in with the previous point. The volunteer would like my help and support to complete her level 3, and I would like her support to be able to complete this assignment. 
As well as completing the agreement, I asked the volunteer what environment she feels more comfortable in which she said the youth club as she would be distracted if we where somewhere public with lots of people and things going on around us. I have agreed to this and said I would book the club for the remaining supervision sessions so that we have it to ourselves. The volunteer likes tea so we agreed that at the start of supervision we would have a cup of tea and an informal chat/catch up before going into the formal supervision process. This is something that worked well throughout the sessions and it has helped us build a positive relationship with each other as it gave us the time to feel relaxed in front of each other and the time to chat and get to know each other outside of work commitments. This time helps to build a report with each other and to be able to understand where we are both coming from when we work the way we do for example, during a session in club the youth nurse attended and done a presentation and during that session there was a conversation around bullying that came up, the volunteer gave a strong opinion around this and became very defensive around the topic. As we had built a positive relationship and had good report from supervision sessions, we discussed this, and she informed me that both her sons have severely been bullied in school to the point that they haven’t been back since. She opened up to me about this and we discussed coping mechanisms for future triggers so that she could have the time and space to process triggers instead of acting on them in the moment. The volunteer then expressed that she felt better after explaining to me what was going on and why she felt so offended by the discussion. After reflection she agreed that she needed to work on her tiggers so that in future she can educate the young people during discussions like that instead of being defensive and reacting to them. This topic flowed well into Gibbs reflective cycle. I explained what this was, and we had a look at it together as it is also relevant to her learning and practice. 
Throughout the supervision sessions it was evident that we both went through Tuckman’s model while we were in the process of getting to know each other. During the forming stage we were brought together due to supervision and started the process of getting to know each other. We did step into storming as there where a few concerns from practice which needed to be discussed. These issues where worked through and took us into norming where we understood each other more and knew how we both worked. Since completing the supervision sessions, we are now in the performing stage where we are able to educate each other, reflect on practice and work together to meet goals within the service. 

Practice Log 2: According to Kadushin (1992: 20) there are three different functions to supervision which are Educational, Administrative and Supportive. 
Educational is where the supervisee is given the time, space and environment to reflect on their work. Reflection will give them the opportunity to develop an understanding and new perspectives on practice. This is an important function as it enables new skills to be developed and implemented in future practice.
Administrative is the formal side of supervision which ensures that supervisees are keeping themselves up to date with current policies and procedures and following the duty they have within their organisation. 
Supportive is the more informal side of supervision where the supervisee is given the opportunity to discuss and offload about their job role, how things are going within the role and the team. This is the opportunity to express stresses, worries and anything that they would like some support, advice and guidance with. This is where the supervisor can gauge whether the supervisee is carrying unnecessary difficulties alone in work and if there is anything they can support them with. 
During a supervision session, the supervisee discussed a piece of her work which was to create a project with the young people during placement. She was unsure how to go about this and understood the importance of consulting with the young people but wasn’t sure how to go about it as she felt nervous and lacked confidence to gain the young people’s attention. Through discussion we brainstormed some ideas together and different ways to gather the young people’s thoughts and feelings. I also discussed Hart’s ladder of participation and the importance of young people feeling involved. During this, we discussed the difficulty in being rung 6 where the young people lead and initiate action due to funding, time and resources. I advised that the supervisee research Hart’s ladder of participation in her own time. 
On reflection I feel as though I used all three functions as a supervisor as my approach was supportive in the fact that I was approachable for open discussion and wanted to hear how the supervisee was feeling about their project and what they needed to do. I also agreed to help gain the young people’s attention in order for the supervisee to carry out their consultation with the young people. I slipped into educative and administrative when discussing Hart’s ladder of participation and encouraging the supervisee to research his theory. 
Another example which came up during a supervision session was when the supervisee discussed how her project was going. She expressed that it was going well other than a slight divide where there was a couple of young people who where very confident and that the other young people where quieter, reserved and contributing less to the group. I listened to her concerns and reminded her that it is still a new group and that there will be different roles within the group which is natural. We discussed ways to encourage the quieter members to be involved by setting some individual tasks for everyone so that the confident young people couldn’t take over everything. We also spoke about reminding the confident young people to give everyone the opportunity to speak. I spoke about Tuckman’s theory and tied it in with the supervisee’s group dynamics. I explained that this is something which can go around in circles throughout the project. The supervisee expressed that she felt relieved that this was a natural cycle. 
On refection following this supervision session, it is clear that I used educational and administrative functions to support the supervisee with her worries and concerns following her project group dynamics. I allowed the supervisee the time, space and environment to reflect on their own work which helped her to remember group roles and times where she has been in a group environment, and it has followed the same process especially at the beginning. I feel that I followed the educative and administrative function when linking in Tuckman’s theory as it is educative for the supervisee to learn about, but it is also directly linked to her role and practice as a youth worker which follows the organisations policies and procedures. 
The next example I am going to reflect on following a supervision session is when the supervisee discussed a previous session where a youth nurse attended our post 16 group. The supervisee felt that staff didn’t contribute as much as she did to the nurse’s session around healthy relationships. I listened to what the supervisee wanted to say and allowed her the time and space to express her thoughts and feelings. I then reminded her that the sessions in our post 16 group where for the young people and not for us as adults and that is why the staff didn’t contribute. I praised her for contributing when there was a need for it and discussed that it is about balance as we don’t want to take over the session and make it about ourselves. I explained the importance of the young people being given the space, time and environment to express their thoughts and feelings and if we are taking over that time, they aren’t being given the opportunity to engage. I also discussed appropriateness as the session was around healthy relationships. I explained that there are boundaries needed which makes it difficult to follow when bringing in our personal lives. The supervisee had spoke about her previous relationships with ex partners which is something I advised against doing in the future as information like that isn’t needed in a work environment with young people. I personally found this very difficult to discuss with the supervisee as I didn’t want to offend or upset her but also felt that it was something that needed to be discussed especially as she brought it up in supervision. 
On reflection following this supervision session, it was clear that the function I used was administrative. This is clear as it was around boundaries, professionalism and code of conduct which is something that is included with the organisations policies and procedures and what is expected of you as a professional. 

Practice log 3: Analysis of my role as leading and managing the supervision of others following on from the four supervision sessions, I have done with a volunteer who attends our post 16 group. On the whole I feel that I managed and led the supervision sessions well. I was organised with the process we were going to follow, made sure that we discussed all 4 sessions in the initial meet up and we set a date and time for these so that we both knew where we stood. I was considerate to the supervisee’s time, thoughts and wishes and completed an agreement with her which was based around her and her time. I made sure to create a warm and welcoming environment by arriving to the centre early to ensure that the lights where on, the room was prepared by being warm enough or cool enough. I made sure there was milk and refreshments to have before, during and after the supervision session as it was something that the supervisee requested. I made sure I was prepared by having the process in front of me. I also set some time aside to go over everything before she arrived so that I wasn’t caught off guard. I limited distractions by having my laptop on silent and away from my eyes, I also done the same with my phone. My time management skills where very good as I always had time before and after the supervision sessions to ensure that everything was done properly. The environment I created was the correct environment for the supervisee as it was something we discussed while setting an agreement. To encourage reflective practice from the supervisee, I asked them what they would do in certain situations so that it gave them the space and opportunity to think and create a scenario. It also encouraged and supported professional and educational discussion.
During conversations I ensured that I remained open minded, non-judgemental and showed active listening skills so that the supervisee felt heard, listened to and respected. I made appropriate eye contact while talking, I nodded, agreed when appropriate to show I was listening. I made sure that my body language was open and approachable to encourage conversation and for the supervisee to feel that I wanted to be there doing supervision with her. I reflected things back to the supervisee to show that I heard what they were saying and that I understood but also to find out more and encourage more conversation. 
As well as the supervision sessions went, upon reflection I have realised that there are aspects of my own professional development which I need to work on to feel more confident while passing on the information. Leading and managing supervision feels like a lot of pressure when it comes to knowing policies, procedures and information in order to educate the supervisee. I feel as though I need to read and familiarise myself more on policies, procedures, theories, services so that I have more information on hand rather than knowing a basic understanding and then researching them in depth. I have realised that my weakness is around reading and researching, and I am aware that I need to dedicate more time to strengthen my knowledge in this area. I was aware from lectures that I may be nervous/anxious when carrying out the supervision, but I didn’t realise how much pressure it would be as I didn’t want to get things wrong and confuse the supervisee with wrong/different information. Due to me not wanting to get things wrong, I would research during the supervision to clear things up at the time. I am worried that the supervisee feels that I don’t know what I am doing and may feel uneasy with my support. 
When discussing my reflection with the supervisee, I owned up to the fact that research and knowing information on the top of my head is my weakness and I am researching at the time of supervision as I didn’t want her to leave supervision being unsure of information I have said. The supervisee told me that she completely understands and would rather me research there and then so that it can be cleared up in her head or she would mix things up. She told me that she thinks I am being to critical about myself and my supervising skills as she felt heard, supported and listened to at all times and has enjoyed the supervision sessions. The supervisee feels as though she has benefitted from the supervision sessions and knows that she can turn to me for support at any time.

Part 2: Critical Review
This part of the written assignment is going to be a critical review on leadership and management. I will be supporting my critical review with wider reading from theorists and authors. I will compare and contrast these and think beyond what they are telling me. I will think about these theories and how they apply to practice. I will make links to my own practice where possible and appropriate. I will be considering the challenging financial climate which has impacted youth work provision and what that means to leaders/managers. I will finish the assignment with a conclusion. 
There are many theorists and authors surrounding youth work and particularly leadership and management within youth work. It is thought that leadership and management are different, and that great success has come from those who have significant leaders. According to Higgs (2006) there was a 50 percent change from failure to success due to leadership behaviour. Armstrong has described leadership as having the ability to willingly persuade others to behave differently by influencing them to do their best and achieve desired goals. It means communicating a vision for the future and motivating them to secure their engagement (Armstrong, 2012). 
Management is a key part of a full time youth workers role as they are required to research their local area also known as their patch, there is a lot of planning required, booking activities, multi agency working, attending meetings, writing reports and ensuring that the clubs are beng ran smoothly. According to Tyler, Hoggarth and Merton, 2009) the reality of youth work is that 50 percent of a youth workers role is face to face and the remaining 50 percent is made up of administration and management work. This thought is backed by the Youth Work National Ocupational Standards (NOS) during function 5 which is around leading and managing teams and individuals and function 4 which is around developing youth work stratergy and practice. You wouldn’t be able to do these functions if you where only doing the face to face aspect of youth work (CLD National Occupational Standards Council Scotland, 2019). The typical managing role that automatically comes to mind such as managing staff, holding staff/team meetings, being the face of the service will depend on where you sit within your service. Your responsibilities will depend on your grade and the context. 
Although leadership and management should come hand in hand and would be beneficial if they did, this isn’t always the scenario. The question is, do all managers adapt leadership skills. My beliefs is that they don’t and actually it is rare that a manager has leadership skills. To name a few, a leader is inspiring, encouraging, empowering, epathetic, helpful, uplifting, open minded, motivated, accountable, loyal and have great team work. Unfortunately not all managers adapt these qualities. Managers are often driven by other factors such as demands whether that is finacial, meeting goals, completing tasks. These factors can mean that they don’t have the time to consider leadership qualities as they need to prioritise keeping the team affloat by meeting the demands within the workplace. It is unfortunate that workplaces can’t see this and spread the demands out between managers but when it comes down to it, they need to be completed. Luckily within teams it is very common that there is a manager and a line manager especially within local authorities which is the secor I work in for Ceredigion. The manager is there to ensure that the demands are met and that the line manager is able to be the leader who encourages, inspires, empowers and supports the youth workers. 
As we are all aware, everyone is facing financial challenges and it is something that has affected and still is affecting all sectors. Due to this, managers and leaders are having to make big decisions which can have a knock on negative impact on their leadership and management style. This is something that we have seen within Ceredigion youth service for example, the managers having to make funding bids/claims each year for cruitial funding to pay for staff. The funders aren’t in a position to comit to the funding which means that it is only secure for 1 year. The staff are employed on a temporary contract and aren’t sure whether the funding will be there in a years time for them to carry on. During the year they are with the team they build positive meaningful relationships with the young people, they build a caseload, attend groups and organise projects and then they may need to change job if the funding isn’t successful to remain as a youth worker. This impacts the young people, the employer and the employee as it is out of eveyrone’s control and not a nice situation for any involved.  
Another exmaple from my practice is when it comes to having funding/ money available to book trips, activities and purchase resources. As a youth worker it is important to be youth led. Youth led is where you consult with the young people on what they would like to do, what they would like to achieve and you support them to do this by providing education, support, resources, encouragement. Due to financial hardship it can be difficult to do this as it’s not finncially doable to do this for all the young people who work with the service. As a youth worker I feel that best practice would be a Laissez-Faire style where the young people where able to take full control allowing their imaginations to run wild and for their talents to be aparent however, due to many facors such as health and safety policies and procedures, financial struggles this isn’t one hundred percent doable. Although this style sounds great, it would depend on the group dynamics and their abilities within the group. After reading Kurt Lewin’s leadership styles it makes more sense to be able to mix and match between all three styles depending on the situation, group and environement. There are times where it would benefit you, the service and the group to take pn the authoritarion style but there are other times where it would be best to take on Democratic or Laissez-Faire style. It is negative if you feel that one style, approach fits all (Channell, 2025).
To conclude, leadership and management is an important role for any team and service. It is an integral part of being able to run and manage services well. Not all managers are leaders and not all leaders are managers. Leadership is very beneficial for employees and services to sucseed and thrive. Youth workers take up a large chunk of their working hours attending meetings, planning, organising, preparing and researching to be able to do their role as a youth worker. Not all youth workers role’s are face to face. Managers can be overlooked as they are often driven by numbers, factors and other demands but without them, there would be no service. It is important to treat everyone as individuals by getting to know them for who they are and not what you presume they would like.
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