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Introduction

In this portfolio, the author will be exploring the themes of supervision, leadership and management. They will be reflecting on supervision sessions they practiced as well as critically reflecting on the role of supervision as a whole. Finally, the author will critically review different leadership and management theories. To begin with, a supervisor can be defined as someone who overlooks the tasks of someone else with the aim to improve its delivery (Kadushin and Harkness, 1992, p.22-24). 







Supervision Practice Record

The author was asked to conduct three supervision sessions and reflect on the process of its undertaking. For the purpose of this record, the author will be referred to as the supervisor and the supervisee will remain anonymous. 
For three weeks in November 2025, the supervisor met with their allocated supervisee on a Monday at a café to hold supervision meetings. 
Before any of the supervision sessions took place and were planned, the supervisor took time to reflect on their own past experiences of being in the role of a supervisee and supervisor. Reflective practice’s goal is to enable the chance of learning through experiences when it is about to begin, while it is ongoing and when it is over (Wood, Thompson and Westwood, 2015, p.165). Overall, the supervisor has had very responsive experiences of being supervised at their place of work and within their educational studies. They spent time writing down the positive and negative qualities each other supervisors had as well as using the Gibbs Model of Reflection (1988, n.p.) to reflect on a couple specific supervision sessions they had. However, the supervisor was able to reflect on one negative experience and at through their reflection made the decision to not use the techniques used in those sessions. The supervisor was also able to reflect on their position as supervisor at their place of work. The supervisor was able to draw similarities between the way they interact with their supervisees even though the context of work is different. For example, the supervisor understood that one of the ways supervision is undertaken is through active listening skills. A good supervisor will use active listening skills with their supervisee regardless of if they are meeting at their place of work or are meeting a supervisee that through their educational studies. This is concurred by Sapin (2013, p.228-229) who talks about how supervisors must make notice of what supervisees are saying through their words and body language. Furthermore, the supervisor chose to follow Kadushin and Harkness’ method of supervision by using the three functions; ‘administrative, supportive and educative’ (1992, p.22-24) in each meeting. Kadushin and Harkness (1992 p. 27-28) also wrote ‘’Supervisors do not directly offer service to the client, but they do indirectly affect the level of service offered through their impact on the direct service supervisees’’. In this case, the ‘’client’’ can be replaced with young person. Kadushin and Harkness imply that a supervisor sets an example to a supervisee about how they should be engaging with young people. In other words, a supervisor will need to be careful about what they say and their actions as it will have an impact of how the supervisee treats the young people that they come into contact with.
The supervisor recognised the importance of planning each supervision session in advance. This was carried out through the use of a supervision agenda that the supervisor would complete and send to the supervisee in advance of their scheduled meeting. The supervision agenda was a way of ensuring that both the supervisor and the supervisee’s discussion would remain relevant. Sapin (2009, p.192) supports this practice with ‘’going through a record of a session together to check accuracy can establish mutual understanding of key issues and any action for subsequent sessions’’. The supervision agenda does not only clarify the discussion topics of each session, but it symbolises the supervisors and supervisees commitment to shared future outcomes. 
During the first supervision session, the supervisor decided to focus primarily on building common ground with the supervisee. Not having met before, it was the beginning of a new partnership which is why conversation icebreakers were used to better understand each other’s background and learning styles. The purpose of the first session was to also work alongside with the supervisee to complete a supervision contract. The supervisor and the supervisee agreed on the location of each supervision, how they would communicate and the purpose of each session (Wood, Thompson and Westwood, 2015, p.155) through the form of a supervision contract. It also mentioned that the supervisee would be responsible for bringing a new reflection at each session. This supervision contract would be the anchor of the supervision sessions and would determine how both parties would progress in the process. It also outlined the clear roles and expectations each person would have. The supervisor was able to recognise that the way they learnt would not be the same way that the supervisee learns. In the first meeting, the supervisee expressed how they sometimes struggle academically and that they prefer more informal learning techniques. As a supervisor I supported them by verbal reassuring them that I was there to provide assistance with their learning on placement and that I would aim to accommodate the supervision sessions to their preferred learning style. I described how supervision was an educative process. The administrative side of the session involved exchanging the supervision contract, next week’s agenda and contact details. The supervisor made a personal decision to conduct some research surrounding topics brought up by the supervisee. This was so that the supervisor would have a better understanding of the type of work that the supervisee was engaging in. 
The focus of the second supervision session was to discuss a reflection that the supervisee had written. The theme of this reflection surrounded a difficult situation with another staff member. In this session, the supervisor took initiative to be curious and ask more questions surrounding the reflection. It should be noted that the supervisor and supervisee had a discussion regarding the importance of confidentiality, as mentioned in their supervision contract. The supervisor was aware of how Kadushin and Harkness (1992, p472-743) describe the supervisors commitment ‘’to respect the confidentiality of material shared in the process of supervision’’. This was vital for both the supervisor and supervisee to remember as they were meeting in a public setting. The supervisor took the opportunity to discuss relevant educative policy and theory surrounding the ethics of youth work that linked with topics that the supervisee had written in their reflection. For example, the supervisor referenced how the supervisee was working in accordance with the Code of Occupational Ethics for the Youth Service in Wales (2012, p.8) by adhering to the ethical standard of ensuring ‘’young people themselves understand the boundaries between occupation and personal relationships’’. The administrative task that the supervisor gave the supervisee was to check their placement’s supervision policy. As for the supportive element, the supervisor encouraged the supervisee to contact their placement staff manager to discuss the situation further. The reason for this is because the impression that the supervisor was getting was that the supervisee was needing more assistance in the work they were doing on placement. By recommending the supervisee to seek additional help, the supervisor was trying to prevent the situation from worsening. The supervisor highlighted how the session was also connected to the Youth Work National Occupational Standard (2019, YW17, p.68) of ‘monitor and review your organisation’s policy and practices for the protection and safeguarding of young people and self’’. 
In the third supervision session, the supervisor discussed the final reflection the supervisee had written. The theme of this reflection was centred around the supervisee’s lack of confidence throughout their placement experience. The reflection detailed how the supervisee did not actual have a pleasant experience on placement. The supervisors first priority was to support the supervisee through verbal encouragement as they had explained their personal struggles. The supervisor was able to demonstrate to the supervisee that whilst it might have been an unpleasant experience, they had still had the opportunity to learn what not to do if a situation like this reoccurred in the future. The supervisor then expressed and recommended some options for seeking further guidance through processing the placement experience. The supervisor wanted to give the supervisee the opportunity to explore the consequences of their actions on placement. For example, the supervisor asked the supervisee if they would have changed anything they had done looking back now. The other purpose of the third supervision session was for the supervisee and supervisors partnership to end. This involved the supervisor asking the supervisee for some feedback of the supervision process. The supervisor congratulated the supervisee on their work and dedication to showing up to each supervision session. The supervisor felt it was important that the final supervision session ended on a positive note to which both parties shared something that they were grateful for throughout the process and something that they were looking forward to in the future. 
Once all three supervision sessions were completed, the supervisor spent time reflecting on the process as a whole and analysing what they felt they did well. The supervisor felt satisfied with how the overall process went and felt it went smoothly due to the preparation they did each week. They spent a lot of time outside of the sessions researching different topics and policies in order to be shared with the supervisee. The supervisor was able to arrive early to each session and had all relevant reflections, contract and agendas ready for the supervisee to utilise. The supervisor greatly relied on the notes they took during each supervision session. One thing that the supervisor had to adapt to very quickly was the lack of information surrounding the context of the supervisees placement work. The supervisor used Sapin’s ‘locating self’ to recognise that there was a ‘’limitation that may affect the supervisory relationship’’ (2013, p.223-224). There was a gap in the knowledge that the supervisor had. Whilst this was not a good start, the supervisor was able to not be hard on themselves as they acknowledged that supervisors would not be able to know everything that the supervisee was talking about. The supervisor overcame this challenge by doing more research and making sure to ask clarifying questions early on with the supervisee. In the final supervision session, the supervisor asked the supervisee if they had an constructive feedback for how the supervision process was undertaken. This was done so that the supervisor could get an understanding of how successful the process had been for the supervisee. Kadushin and Harkness (1992, p.472-473) support this view with ‘’supervisors have an ethical responsibility for continued self-development, to upgrade skills and monitor their own effectiveness’’. This demonstrates how important it is for supervisors to keep learning about new policies and theories as well as using self-evaluation as a tool to better improve their practice. The supervisees feedback gave the supervisor insight as to how they could improve their supervision techniques for future supervision sessions. The supervisee feedback included how the supervisor could have been more critical about the supervisee’s reflection structure and content. the supervisee expressed how they felt that the supervisor was supportive but could have been a bit more challenging. The supervisor reflected this feedback in their own personal action plan and notes how this feedback will enable them to better deliver consistent supervision practice. The over all aim of the supervisor was to enhance the supervisee’s tools in youth work practice to which the supervisor feels they have achieved. The supervisor feels as if they have been able to deepen their understanding of the supervision practice and have strengthened the tools needed to carry out future supervision sessions.






Critical reflection on the role of supervision

In some ways, supervision has always existed in and outside of the youth work context. Woods (2001, p.250) explores how humans have an urge to discuss with one another about things that challenge us. Supervision is a chance for two parties to come together and discuss past, current and future activities with an opportunity to develop practice. Woods writes that the role of a supervisor is an ‘educational one’ (2001, p.251). Woods goes on to describe how the functions of supervision can be categorised into 3 different elements; the educational aspect which concerns a supervisee’s learning on practice, the supportive aspect of people having feelings of wanting to be valued, and the administrative aspect that involves the responsibility of the supervisor to overlook the practice of a supervisee (2001, p.251).
Supervision is critical for improving the youth work practice. This is because supervision ensures that supervisees are conducting their work in accordance with youth work values such as the Youth Work In Wales: Principles and Purposes (2018) policy.
Young (2006, p.76) highlights how youth workers are a ‘role model’ and that they have a level of responsibility to convey. This can be applied to the role of a supervisor as well, who are trusted with confidential information and are responsible for ensuring youth work practices are being safely carried out. 
Young also states that ‘youth workers encounter a range of ethical issues, problems and dilemmas’ (2006, p.95). Due to this nature of youth work, supervisors have a level of responsibility to ensure that supervisees wellbeing has been taken into consideration. Supervisors have to have an awareness of policy such as the Code of Occupational Ethics for the Youth Service in Wales (2012). Supervisors need to be informed if their supervisee’s are not meeting these standards because it could have a negative impact on the young people that the supervisee is in contact with. In addition, the National Occupational Standards for Youth Work (2019, p.10) outline that youth workers must ‘comply with legal, regulatory and ethical requirements when carrying out youth work’.
Another reason why the supervision process is important is because it also reinforces the continuous review of youth work values. Banks (2009, p.58) describes how ‘’in inter-agency and inter-professional settings an opportunity is provided for practitioners to learn from each other, to challenge their established values and ways of doing things’’. This is also supported by Tyler (2009, p.239) who writes that ‘’youth work values lead practitioners to wish to achieve more’’. If youth workers and supervisors have a clear goal set out by policy, then the will be able to have something to work towards. The supervisor and supervisee will work together in a partnership to meet youth work values.
Hine and Wood (2009, p.253) describe how the relationship between youth work theory, policy and practice is not ‘linear’, instead they are all interlinked. This is why it is important that supervisors read and review updated youth work practice, policy and theory. Supervisors will need to have a clear understanding of what good youth work practice looks like in order for them to pass that on to their supervisees. Furthermore, there are no simple, ready made answers within the youth work practice. This is why through supervision, supervisees can talk through the consequences of the learning steps they take. 
One way of measuring the effectiveness of supervision is by supervisors and supervisees undertaking reflection. St Croix notes ‘critical reflection becomes a measurement of outcomes against targets’ (2010, p.150). In other words, through supervision, youth workers undergo reflection through which they are able to determine if they are meeting the standards set out in their policy. This is also mentioned through the National Occupational Standards for Youth Work (2019, p.109).
The author would like to note that they think more youth work policy should be created specifically for supervision. The author feels as if there is not enough emphasis on supervision. For example, the Youth Work in Wales: Principle and Purposes (2018, p.10) document only makes reference to ‘evaluating’  youth workers practices. The word ‘supervision’ is not directly mentioned. Furthermore, it is not enough for a youth work organisation to have a supervision policy. The youth work organisation will need to be able to prove how they are conducting supervision within their organisation. In some cases this can be difficult as most often organisations will conduct a lot of informal supervision. This informal supervision could simply be a conversation at the end of a youth club session where no record or evidence is recorded of the conversation held. 
The author relied on youth work policy and theory to shape their supervision sessions. The frameworks enabled the supervisor to better understand the outcomes of supervision. Not only this but the youth work policies and theory that the supervisor used reinforced that they were working well. The supervisor did not feel uncertain of their role or techniques throughout their supervision practice because all the information regarding how to be an effective supervisor was made clear and available in youth work policy such as the National Occupational Standards for Youth Work (2019). 
In conclusion, it is important that supervisors are constantly reviewing their role as a supervisor because youth work policy and theory change. An ideal skill youth workers have is adaptability. Youth workers, and therefore supervisors, will need to be able to adjust their sessions according to what government agencies recommend. Just as youth work framework changes, supervisors will also need to update their practice to meet those new standards. Supervision not only has an impact on a supervisee and therefore young person, it has a much bigger impact on the youth work sector as a whole. 










Leadership and Management theory review

Sercombe (2010, p.152) explains how youth work ‘does not always mean work with young people’. Sercombe writes how the youth work practice also involves ‘training youth workers, managing youth services, doing research, studying, writing youth policy…’’ (2010, p.152). In other words, some youth workers may hold a different role than other typical youth workers. For example, a person may be responsible for managing a youth centre and therefore a small team operating there or a person may be in change of leading a team of youth workers in a new project. 
The role of a leader and manager slightly differ even though they will most likely have similar tasks such as monitoring progress, being available, remaining professional, offering constructive criticism, organising and collaborating. The role of a manager is to oversee resources and people, problem solve, has a position of power, is vital when circumstances change and enforces order and consistency. On the other hand, the role of a leader involves influencing others, motivating and leading a group of people to something in the future. Gavin (2019, n.p.) classifies a strong leadership as ‘’centered on a vision to guide change’’. Some people believe that people are simply born with natural leadership characteristics whilst other believe that good leaders can be developed. 
A youth worker may get the opportunity to lead or manage a team or project however they will also indirectly be leading young people. The National Occupational Standards for Youth Work detail how youth workers should be able to develop the skills and knowledge to ‘’provide leadership to other youth workers and volunteers’’ (2019, p.110).
Similar to the role of a supervisor, the role of a manager and leader also involves being an example to others such as a role model. Ingram and Harris (2001, p.97) write that managers should ‘’make sure that the way you treat your team is a model of how you expect them to work with young people’’. This also shows how having a positive team working environment can impact the young people in a positive way. 
There are many different types of leadership and management models. The reason for this is because a one-size-fits-all approach does not work within the youth work sector. Some of these leadership and management models include the McKinsey 7-S framework, McGregor’s theory X and theory Y, the SWOT analysis, Kurt Lewin’s three leadership styles and a process model of management (Ford, Hunter, Merton and Waller, 2005). The specific management model that an organisation will use, depends on the specific outcome they want to achieve. Outcomes in youth work are harder to analyse as they are most often intangible, unlike a factory that can calculate the number of objects it has successfully produced at the end of the day. Furthermore, youth work management/leadership does not have a clear step by step process because the youth work sector deals with humans who have complex emotions (Tyler, 2009, p.30). 
The McKinsey 7-S framework is used by management to help improve performance. The McKinsey Quarterly have described its role of being ‘coordination, rather than structure’ (2008, n.p.). The model include titles such as Systems, Structure, Strategy, Skill, Staff, Style and Shared Values. The systems, strategy and structure components of the model are seen as components that can be easily changed by managers. On the other hand, the Skills, Staff and Style aspects on the McKinsey 7-S framework are more resistant to change and describe the culture of an organisation. All six of these ‘S’ are then centered around the final ‘S’ of the model; Shared Values. The framework shows how separate components of an organisation are all connected. If one component changes, then it will have an impact on the others. The model can also be used to implement a new strategy, examine effects of future changes in an organisation and can be applied to a team or a project. An example of how the McKinsey 7-S framework could look like within a youth work organisation could be that of a new staff member joining a youth club. Ingram and Harris (2001, p.107) illustrate how the ‘needs of the organisation, the needs of the worker and the relationship factors between manager and worker’ all need to be balanced for good line management. 
Kurt Lewin’s three leadership styles are another example of a model that a youth work organisation can make use of. The model splits leaders into three different categories; ‘autocratic, democratic and laissez-faire’ (Leadership Success, 2025, n.p.). Not all of these leadership styles are suited for the  youth work setting however a mixture of them are helpful in different scenarios. For example, the autocratic leadership style works well when no other input is needed from other staff members or can be used in the case of a health and safety emergency. The democratic form of leadership can be described as a leader that involves its followers in the decision making process. This form of leadership involves listening to other followers views to make a decision which can sometimes take up a lot of time. For example, a youth worker may be responsible for getting a group of young people together to plan a residential trip. this would involve the youth worker asking each young person to express their choices. Finally, the laissez-faire type of leadership can be described as a relaxed leadership approach. It involves a leader allowing the followers the opportunity to make their own decisions. In some ways, the leader trusts their followers enough and so transfers their power to the followers. This type of leadership is best suited when the followers are highly skilled and knowledgeable in their sector. In the youth work sector, this type of leadership would be more suited for young people that are more mature and can understand the consequences of their actions without needing a leader to step in. 
There are many different types of factors that can impact how a leader/manager is able to conduct their work within the youth work sector. One these factors is that of the current financial climate. The UK is still recovering from the cost of living crisis that followed after the global Covid-19 pandemic. Mcrae (2025, n.p.) writes ‘most people have faced a large drop in living standards’. Because of this, the youth work sector’s funding will also be impacted. this will have an effect on the number of staff that are able to be paid through full time work. It could also impact the number of grants that youth organisations have access to. 
In conclusion, just like supervisors, managers and leaders will also need to undertake self-evaluation in order to improve their practice. Both managers and leader swill also need to ensure that they are working in accordance with youth work theory and policies. Good leadership and management is needed within the youth work sector so that good youth work can be delivered to young people. 
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