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Supervisory and Management/Leadership portfolio 
[bookmark: _Int_VYzQa3Xt]Supervision, as defined by Loganbill et al. (1982, p.4), is “the intensive, interpersonally focused one to one relationship” between a supervisor and supervisee to facilitate the latter’s development within their respective field. Throughout this collaborative process, the supervisor encourages them “to explore their situation and reach their own decisions” (Herman, 2012, p. 2). Subsequently, this supports their reflective practice and ensures their continued professional development. Moreover, Woods (2001, p.250) states how the requirement for and benefits of gaining perspectives surrounding the way in which workers’ practice through discussion, for example, has become gradually more formalised. This is illustrated by supervisions establishment within fields of work such as counselling, social work, and youth work. The author recognises how supervision will vary due to policies, boundaries and focus of job descriptions between sectors; exploring supervision regarding Youth Work during this essay. 
    Considering supervision within youth work, according to Sapin (2013, p.222) the primary focus is to uphold the “core values of youth work”, implementing them throughout supervision to maintain, develop and support the work of the supervisee within their practice. This demonstrates the requirement of upholding policies such as the Five Pillars of Youth Work (Youth Work in Wales Review Group, 2022, pp.8-9) complemented by the Code of Occupational Ethics (YMCA Wales Community College and ETS Wales, 2012) to establish effective supervision. According to Sapin (2013, p.222), supervision can be undertaken on various levels of an organisation, from managers to peer supervisors. The author explores how both supervisor and supervisee must understand the varying types of supervision to comprehend their roles and responsibilities within the relationship, allowing for “clarification on the outset of the arrangement” (Sapin, 2013, p.222) which the author later achieved during contracts and agendas.
     Due to the ever-changing, stressful, and uncertain nature of youth work, often a worker's main tool is themselves (Jenkinson, 2010, p.4). Therefore, the author identifies the necessity of an environment where youth workers can feel valued, supported, and can reflect on the complex nature of situations that they encounter. Validated by Jenkinson (2010, p.4) who states, “this level of personal output is only sustainable long term if the right support is received”, demonstrating the necessity for supervision regarding employee retention in the current challenging climate. 
[bookmark: _Int_1E7kfJVK]    During this paper, the author will reflect and analyse on their personal development following leading and managing a supervisee through 4 hours of supervision. Presented in practice logs, the author utilised various reflective models to deconstruct experiences allowing various perspective to maximise personal development. Ultimately, the author will review leadership and management theories discussing their effectiveness in relation to youth work considering the challenging financial climate.

Practice log one (Gibbs, 1988)
Description: 
Prior to the supervisions, the author established through developing an understanding of Aislings four guiding principles to Supervision (Hawkins et al., 2020, pp.60-61) that creating an effective relationship with the supervisee was pivotal and allowed continued mutual professional development. In achieving this, the author utilised findings from Sapin (2013, p.222) regarding both participants “locating themselves” prior. This involved articulating their needs, roles, and responsibilities within the relationship whilst taking account of how to develop these in advance. On review, the author accredits this in creating and maintaining an effective collaborative relationship to which both contributed. 
Subsequently, the author reflects on reiterating to the supervisee throughout the sessions that this process involved a “joint responsibility for the process in which we grow” (Freire, 1972, p.35). In hindsight, this allowed the author to “clarify and develop shared expectations” (Jenkinson, 2010, pp.8-9) strengthening not only the supervisory relationship but the environment in which it occurred. Promoting collaborative input which when paired with theories from Sapin (2013), Jenkinson (2011), and Hawkins et al. (2020), created the supervision contract which established practicalities, the purpose of supervision and boundaries. On reflection, the author acknowledges how this contract not only sustained its purpose of recording expectations but established ground rules during the second session when transgression occurred.
Reflections being sent prior to the sessions allowed sufficient time for the author to address unknown areas and comprehend how to address them. Whilst consistent weekly supervision allowed for the author to implement studied models, in particular the Socratic method (Belton et al., 2011, p.14). To which, Belton et al., (2011, p.2) argues its importance in that it “mirrors youth work practice and encourages reflection pre and post practice”. The author accredits the onset application of supervisory tools such as Socratic questioning, to how the relationship developed across the sessions. From employing such tools, the supervisor and supervisee analysed and probed experiences co-operatively, establishing trust and confidence within the relationship, diminishing the supervisee’s reticence.
Feelings:
Due to the lack of experience in leading a student paired with an unfamiliar Swansea-based project, the author lacked confidence and felt unequipped at handling the power of the relationship. According to Proctor (1988, cited in Hawkins and Shohet, 2000, p.43) effective supervisors hold “responsibilities to the organisations” in which the supervisee practices. To establish responsibility, the author held themselves accountable by engaging in community profiles regarding Swansea city (Swansea Council, 2020).
Despite ameliorating the author's feelings of inadequacy surrounding knowledge of the city, the author also considered prior the potential impact of the COVID-19 pandemic on the statistics surrounding the community profiles. Moreover, the author became proactive in obtaining accreditation on the projects known areas of intervention, domestic abuse, and sexual health (IDAS, 2022).
Upon reflection, the author ascribes the success of the development of the relationship to the onset establishment during the contract that among this environment “failure is not glossed over, but a chance to reflect, learn and grow” (Curriculum Development Unit et al., 2014, p.6) by both parties. This is illustrated by contrasts between the supervisee's initial reluctance to contribute and their full engagement during the final session.
Evaluation:
Amid the establishment of the contract, the author introduced the supervisee to the Swamp Methodology (Curriculum Development Unit et al., 2014, p.8), which reiterated the benefits of reflective practice when paired with supervision to comprehend situations effectively. The author further highlighted the benefits of varying perspectives when introducing and promoting the use of reflective cycles including Gibbs (1988) and Kolb (2015). The author considers how the application of reflective practice within locating themselves, contract creation, and evaluating feedback towards the end of sessions, contributed positively towards the creation of a professional relationship and environment. The author highlights this through author and supervisee making sense of experiences collaboratively. 
Upon reflection, an aspect the author considers rectifiable would be the authors response to the supervisee’s levels of unpunctuality during the second session. To gain a comprehensive understanding, the author explored studies by Hawkins et al. (2020, p.152). This enabled the author to explore how when such behaviour arises exploration by the supervisor should include what led to this not hostility and irritation. Although errors were made regarding initial reactions, consequently, the author progressing reflected upon their approach regarding situations and why they occur. 
Analysis:
Upon reflection, the author analyses how fear impacted their ability to handle the power inherited through the supervisory role. As exemplified by Scivicque (no date) this is often a fear formulated by new supervisors who become fearful “their supervisee will become disinterested and detached.” Furthermore, Hawkins et al. (2020, p.62) identify an aspect of managing the power balance of the relationship involved creating “trust through openness and honesty”. To establish this within an environment and relationship that would foster mutual development, the author rationalised the doubt they inhibited discussing it with the supervisee during the creation of the contract. Furthermore, this foundation of trust led to the supervisee becoming open and proactive.
Conclusion: 
In conclusion, the author establishes that throughout the sessions they developed an understanding of the significance supervision has in maintaining the morale of workers against the “demanding nature of Youth Work” (Jenkinson, 2010, p.4). According to the author, this was exemplified through the supervisee disclosing demanding aspects of placement, more so when trust began to develop in the relationship. The author states, a developing aspect included their understanding of how to create a safe and welcoming environment that fostered the development of the relationship. Through utilising active listening tools developed by Egan (2014, pp.79-80), the author began considering how their non-verbal behaviour affected the environment. Notably, this included altering chair angles and body posture to make the supervisee feel less assessed (Pease, 2004).
Action Plan:
[bookmark: _Int_2h8OPLLQ][bookmark: _Int_iOW8kpjC]To improve, the author will examine various styles of leaders in order to recognise appropriate responses to situations including relational transgressions. Armstrong (2012, p.17) identifies the benefits of “leadership development programmes” which enable workers to effectively respond to situations beyond their current experience. The author will examine and explore these programmes to further effective practice

Practice log two: (Driscoll, 2007)
What:
To comprehend supervision and the actions required in achieving effective practice the author recognised the need to identify and understand the functions that are involved. Thereby, the author, prior to establishing the supervisory relationship undertook extensive research into various models from theorists including Kadushin and Harkness (2014) and Proctor (1987) to fully gauge the functions within practice. 
The author first explored research from Kadushin and Harkness (2014, pp.8-9) who identified three functions of supervision, administrative, supportive, and educative. Firstly, through examination of Smith (2013), the author understood how the administrative function involved “maintaining good standards of work whilst co-ordinating practice with policies of administration”. Upon examination, execution of this function was achieved through identifying the policies within the supervisees’ organisation. Whilst also reiterating during the contract creation the supervisee’s roles and responsibilities in upholding these policies among their organisation and additionally as a youth worker in Wales. 
Secondly, further examination into the work of Smith (2013) allowed the author to develop the understanding that the educative function required dispelling ignorance of persevered skills and focusing on enhancing the skills lacked, enhancing personal development. On reflection, implementation of the educative function was prevalent throughout the second, third, and fourth sessions, presented by consistent reflective practice enveloped within an environment that promoted development using tools such as the Intellectual pathway (Belton et al., 2011, p.55). 
Lastly, Kadushin and Harkness (2014, p.8) reiterate the responsibility a supervisor has in accordance with a supervisees “morale, discouragements and sense of security”. Demonstration of the supportive function being utilised was prevalent throughout the implementation of Rogers and Egans SOLER method (Egan, 2014, pp.77-78), in manufacturing a supportive environment perpetuated by a relationship of trust and respect.
The author acknowledges the similarities when examining Proctor’s (1987) identification of the three functions, to which he referred them as, formative, normative, restorative. The author concludes by stating their awareness of what each function involved, regardless of title, initially led them to accept that each function needed to be applied equally. On reflection, the author perceives this perspective as damaging.
So What?
Primarily, the authors understanding of the administrative function whilst assessing the policies and commitments relevant to the supervisee, proved effective in achieving the functions aim for “getting the work done and taking accountability” (Kadushin and Harkness, 2014, p.8). According to the author, a product of the administrative function being effectively applied was exhibited through the supervisee’s examination of the organisations social media Policy. Therefore, a beneficial outcome to utilising the administrative function allowed the supervisee to take action to preserve her professional position through enhancing her security levels on media platforms whilst enhancing her online and institutional knowledge.
Secondly, the author’s knowledge and implementation of the educational function when applying reflective practise proved effective in achieving the functions aim of “strengthens knowledge, improves practice and deepens their impact” (Herman, 2012, p.3). On reflection, the authors application of this function included employing tools such as the Intellectual Pathway, which promoted stating ideas, challenging them, and bringing both perceptions together “promoting new ideas and insights” (Belton et al., 2011, p.55). Application of the tool's effectiveness was exhibited during the third session, when the supervisee mentioned two gender options on the sign-in form, the “thesis.” The author challenged this by proposing an ‘anti-thesis,’ the perspective of a Young Person who identified within the LGBTQ+ community. In hindsight, the author's application of the model allowed the supervisee to develop a new perspective, resulting in the creation of new inclusive forms, proving “essential to the betterment of the professional delivery services” (Belton et al., 2011, p.56).
Lastly, the author establishes how their application of the Skilled Helper Model (Egan, 2014) assisted the author in understanding how to better construct the environment, language and body language exerted within the sessions, executing the supportive function. Conducive with the second session, the author’s utilisation of skills such as active listening, positive body language, and probing questions allowed the supervisee to entrust the supervisor during the remaining sessions. Moreover, feedback received during the concluding session highlighted a sense of validation and appreciation, demonstrating the effective application of the supportive function.
Now What?
On reflection, the author affirms how their understanding of Curriculum Development Unit et al. (2014, p.11) representation of an equally applied triangle led them to attempt to execute each function equally with the same depth. To illustrate, the author recounts a situation during session three where the author needed to respond with empathy. However, due to the frequent use of administrative and educative functions during the session the author believed the need to imply heavy amounts of support, resulting in the author placing themselves in their shoes, clouding their ability to step back and make an effective judgement.
[bookmark: _Int_tLoI3qnw]However, Harrison and Wise (2005, p.221 cited in Curriculum Development Unit et al., 2014, p.10) state how in the reality of daily practice “deadlines and funding regularly dominate” meaning aspects of this function triangle can adapt to a greater or lesser degree of importance. To improve, the author would reflect in action upon the Seven Eyed Model (Hawkins and Shohet, 2000, p.67) in order to establish their roles and assess the appropriate level in applying each function creating an appropriate supervision environment conducive to aiding development. 
In conclusion, the author considers how possessing an understanding of the functions of supervision to be both beneficial and transferable across the Youth Work practice. Since, youth workers objective is defined as facilitating young people to “develop holistically, working with them to facilitate their personal, social and educational development” (CLD Standards Council Scotland, 2019, p.4), reiterating the parallels between the purpose of youth work and purpose of supervision.

Practice log three (Kolb, 2015)
Experience: 
As an unprecedented role, the author gained assurance through identifying John Adair's (1973, cited in Armstrong, 2012, p.10) concept of “What Leaders do”, helping the author recognise what roles were required to be effective. Subsequently, this ensured the development of the author as a leader whilst upholding the values of Youth Work (CLD Standards Council Scotland, 2019, p.4). Following the creation of the contract during the first session, the author reflects on how they felt they did not possess a clear-cut leadership style that could be identified. Reinforcing the significance of this, Higgs (2007, cited in Armstrong, 2012, p.4) states how “leadership behaviour is responsible for 50% of differences of success and failure”. 
The author accredits their development as a leader and manager to the consistent development reinforced through research, reflective practice, and feedback from the student resulting in confident practice being executed and the qualities of a good leader being exhibited.
Reflect: 
On reflection, an aspect that demonstrated development towards effective practice was the authors identification of their style of leadership, addressing misjudgements, and adapting towards a more beneficial role. On close reflection, this was achieved through experimentation with Kurt Lewins leadership styles (EPM, 2020), including styles such as autocratic, democratic and Laizze-fairee. During the second session, the author reflects on how each style was used in accordance with the situation, signifying a development as an effective leader. Subsequently, the author adapted to use a democratic style to lead, which included managing the student's involvement, encouraging it, whilst also diverting to the calm and more assertive style when prompted. Furthermore, an aspect the author regards as effective was embedding constructional feedback within sessions represented by the implementation of the C.O.R.B.S method (Hawkins et al., 2020, p.63). This was effective as it involved the supervisee promoting the author on how to develop in accordance with their needs.
Despite this, the author considers an aspect that requires future development involved the failure to explore organisational features and their effect on one another. This was raised after the student made a statement regarding “ineffective and hectic staff” (Supervisee, 2022). Although the author challenged the statements using probing questions to examine further, shared analysis of the organisation and the pressure on youth workers for example may have given clarity to the supervisee to why they felt as they did.
Conceptualise:
Supporting the authors development through their application of various leadership styles, Armstrong (2012, p.12) signifies how there are no ideal leadership style, it is depending on “factors affecting the degree to which is appropriate.”. Further supported by evidence from supervision three, the supervisee best responded with a democratic style which involved them in the decision making when discussing PSE lesson ideas. However, when discussing the supervision itself the supervisee preferred more of an autocratic style for the author to lead the session. 
[bookmark: _Int_BLsutBdv]The author considers how due to the inability to possess first hand clinical observation of the placement, this may have affected their ability to identify the organisational factors influencing each other affecting the student. The author considers Smith’s (2013) views regarding how beneficial clinical observation is in regard to the first-hand experiences enveloped. The author considers this for further practice and suggests how the exploration of McKinsey’s 7-S Framework (Tyler et al., 2009, p.36) would allow the author to pair their first-hand observations with the framework to help the supervisee gain clarity as to why the organisation was the way it was.
On reflection, leading and managing the student allowed the author to implement the second level function of “managing and developing” themselves and “developing colleagues” found within the National Occupational Standards (CLD Standards Council Scotland, 2019, .13). This demonstrated the authors development as a leader by considering how factors affected the supervisee, upholding standards of youth work and a strive to become an effective manager.
Apply: 
The author acknowledges how despite the effectiveness of utilising various leadership styles; establishment prior to the supervisions would have been preferable. Nonetheless, due to the authors inexperience in the position, consideration regarding how to lead and manage from the offset would allow the author to avoid external distractions during the supervisions themselves.
[bookmark: _Int_VPBL2cL4]In order to improve, the author considers altering feedback given through the C.O.R.B.S method (Hawkins et al., 2020, p.63). Despite its effectiveness in detailing methods for mutual development, the author considers how future supervisee’s may be reserved and may find disclosing ways in which the later should develop to be rude or ill-mannered. Therefore, to develop the author will offer supervisee’s the option to send feedback succeeding the supervision, however, it must be established how if offered the supervisee must not forget. 


Critical Review:
[bookmark: _Int_gH4VBKV0]Due to the ever-changing and uncertain nature of youth work, a youth worker often relies upon their management and leadership skills in order to manage organisational commitments whilst providing continued support for Young People. 
As defined by Armstrong (2012, p.30), leadership is a social influence involving the style, traits and behaviour of individuals which causes others to follow. Alternatively, Watson (2006, p.167) depicts management as the “shaping of relationships, understandings, and processes” within an organisation to achieve tasks proving beneficial to its future. For the author to understand how to interlink effective management with effective youth work, the author examined the Competing Values Framework (Quinnassossiation, 2017) comparing the values within it to the values found within the National Occupational Standards (CLD Standards Council Scotland, 2019, p.5). The author states how this interrelation of policies ensured effective practice. The author will seek to critically review and discuss leadership and management theories and examine their effectiveness within Youth Work practice, particularly during the current climate. 
The first leadership theory the author will discuss will be trait theory first proposed by Thomas Carlyle during the 1800’s, amongst the earliest theories to emerge regarding leadership. The theory proposed how certain individuals inherited ‘traits’ that better suited them for leadership (Armstrong, 2012, p.5).
According to Armstrong (2012, p.19), trait theory clearly identifies the skills prominent in leaders, therefore beneficial to youth workers as a basis to what skills coincide with effective leadership. However, the author questions the reliability of the theory stating that promoting a theory that excludes individuals based on inherited qualities opposes the Five pillars of youth work (Youth Work in Wales Review Group, 2022, pp.8-9), eliminating inclusivity and empowerment of young people. 
Alternatively, the author explores Armstrongs (2012, p.6) statement that “trait theory is too vague and inconsistent”, leading researchers to consider how leaders emerge entirely dependent on the situation. Therefore, due to trait theories' inconsistencies with youth works purpose the author considers contingent leadership theory’s effectiveness in relation to youth work. 
The author states how the benefit of defining leadership as contingent with the individual situation can assist youth workers in utilising Kurt Lewin's leadership styles within the practice (Leadership & performance partners, 2022). According to the author, this enables youth workers to comprehend varying group dynamics considering multiple strategies in which to lead them including, changing the power dynamics, and allowing input from young people, a necessity among the Five Pillars (Youth Work in Wales Review Group, 2022, pp.8-9).
According to Hampson and Howell (2018) youth work occurs within a “range of contexts and is considered a diverse practice”. The author illustrates this by noting the co-existence of centre-based, school, and detached work, all varying forms of youth work becoming prevalent today. Therefore, the author regards contingent theory to be more appropriate than trait theory since only possessing leadership skills is insufficient surrounding current youth work. Workers must be able to understand and adopt a flexible approach to how they conduct themselves in the situations they face. To illustrate the author considers detached youth work. Possessing inherited leadership skills would not alone assist a practitioner to lead young people post COVID-19, it is only through a consideration of the situations young people face as a result that appropriate leadership can be achieved.
[bookmark: _Int_vo8RmLlw]In summary, the author has demonstrated how trait theory emulates good skills for practitioners to be aware of regarding leadership. However, the theory lack's reliability due to difficulty of its application surrounding the constantly evolving and adaptable nature of youth work and its practitioners. According to the author, contingent theory is preferable as it helps create practitioners who can adapt various styles of leadership through self-development whilst applying them for effective practice. 
Armstrong (2012, p.24) outlines management as essentially managing people; however, the author perceives it as more than this, incorporating a responsibility towards young people, their executives, and the organisations themselves. Furthermore, Tyler et al., (2009, p.2) establishes that currently no more than fifty percent of youth work is engaged directly with young people, the remainder is subject to managerial tasks such as funding bids proving the necessity for organised management. Estyn (2018, p.28) illustrates these sources of funding as Welsh government grants, National lottery, and the European Union funding. According to Hampson and Howell (2018), within the current climate even the smallest of organisations have become subject to entrepreneurial management, which focuses on quality outcomes for stakeholders as best practice: the author asks what comes of the values that underpin the practice? 
The first management theory the author will discuss is Mckinsey's 7-S Framework (Tyler et al., 2009, p.36). Developed forty years prior, the business management theory incorporates seven aspects of an organisation, those considered human resources, the ‘soft’ aspects, which are resistant to change, and those that are ‘hard’ which can be identified as adaptable. The author identifies how managers who apply this theory fully understand their organisation and facilitate the future of their organisations by considering which aspects influence one another. 
[bookmark: _Int_di4F3dIX]Mckinsey's 7-S Framework, according to Tyler et al. (2009, p.37) aids the merging of organisations due to the collaborative identification of assets and structures. Reinforced by the National Occupational Standards (CLD Standards Council Scotland, 2019, p.28) who identify that “providing appropriate information in line with legal and organisational requirements”, is a key factor to developing relationships with colleagues. According to the author, this demonstrates an effective theory in relation to current youth work practice. Since modern practitioners must often merge and present strong working partnerships with proof of collaboration in order to access funding due to decreased gaps in provision (CWVYS, 2014, p.8). According to Tyler et al. (2009, p.10), present day practice is increasingly managed by a range of agencies and managers, some of whom are unfamiliar with the nature of youth work. Therefore, the theory would help ensure all managers and leaders were able to identify and discuss the values of youth work with their colleague's, consequently diminishing misrepresentation.
Contrarily, the author considers Bronfenbrenner’s ecological system theory (1979) which states that the influential factors regarding an organisation are the attitudes of societies and local politics, which are not reflected within Mckinsey's 7-S Framework. To illustrate, the author recounts evidence from practice in which the supervisee’s placement was situated in an area previously rife with drug abuse, therefore parents' assumption of society restricted the children's access. The author states that to combat this clubs could reassure parents through the implementation of strategies, including direct observations of the area and meetings to discuss concerns. However, the author acknowledges how, despite these organisations operating in accordance with the framework, few conditions are beyond their ability to respond to. 
In conclusion, the author accepts that as targeted practice becomes integral to accessing funding in the current financial climate it poses the danger of misrepresenting the service whilst demotivating staff. To amend this, the author considers integrating Mckinsey's framework with McGregor's Theory X and Y (Mindtools, no date). This would ensure the preservation of the shared values whilst also considering the managers themselves (which was overlooked in Mckinsey's framework), thus aiding them to better understand their style of management, whether that be X a more pessimistic view, or Y a participatory style of management. 
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