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Introduction
This assignment requires the supervisor to lead, manage and guid their youth workers or students through the supervisory process, including engaging in a minimum of four-hours supervision sessions for the purpose of gaining experience of leading a supervision. This portfolio will consist of two parts. Part one will consist examples of the supervision sessions, the relationship development of the supervisor and the supervisee. I will focus on the three main functions of supervision explained by Sapin, K. (2013, P222) the primary functions of youth work supervision are to focus on the core values of youth work to maintain, support and develop professional practice. This will empower and allow the supervisee to grow and progress within the workplace personally and professionally. Part two will focus on the similarities and differences between leadership and management theories, exploring how each can be applied effectively within youth work practice. I will also reflect on these theories in the context of the growing financial pressures faced by youth services. According to Drucker (1955, p.3) ‘The manager is the dynamic, life-giving element in every business. Without leadership the resources of production remain resources and never become production. In a competitive economy, above all, the quality and performance of the managers determine the success of a business, indeed they determine its survival. For the quality and performance of its mangers is the only effective advantage an enterprise in a competitive economy can have’.  It shows that effective supervision, management and leadership is essential to have with in a youth work setting, lacking it, youth workers will not be able to sustain youth work values when working with young people, progression will be at a standstill, and this will have a negative impact of the growing achievements of the organisation. 


Log 1-
At the beginning of my supervisee supervision, together we discussed and agreed upon a supervision contract to set clear expectations and provide a structured framework for support and development. Sapin, K. (2013, P221) states prior to starting supervision sessions, both supervisor and supervisee seek clarification and agreement about the type of supervision and what they bring to the relationship. The contract covered where and when supervision sessions are held. We decided supervision is scheduled fortnightly, on a Friday mid-morning, with flexibility to meet more frequently if needed. This meant it gave my supervisee two days after youth club evening to have that time to process and reflect on the evening. Kolb (1984) Reflective Cycle outlines a process of learning that begins with a real experience. This experience is then reflected upon to gain deeper understanding, leading to the development of general ideas. These new ideas are then applied to future situations, shaping new actions and experiences. I chose to keep the venue at the youth hub but booked a quiet and private space. Informal feedback and support are ongoing during each session. Supervision sessions include reflection on recent club nights, discussion of any challenges or concerns during club night or with young people, and we would be identifying areas for development. It also includes reviewing my supervisee’s role during club night, responsibilities, upcoming project ideas, and importantly, her wellbeing. We discussed safeguarding policies and procedures, including my supervisee’s responsibility in reporting concerns and the importance of maintaining professional boundaries with young people. My supervisee was provided with access to our safeguarding policy and knows who the designated safeguarding leads are. My supervisee has built relationships with the team, and the way she has fitted in within the team has been effortless. The expectations for teamwork, communication, and professionalism were outlined and communicated in the initial contract meeting. The contract covered the 5 Pillars of Youth Work, Youth Work Strategy for Wales (2022), appropriate conduct, youth participation, confidentiality, and the importance of building positive, respectful relationships with the young people. My supervisee was made aware of the club’s health and safety procedures, including fire safety and evacuation point, risk assessments, and first aid protocols. My supervisee was encouraged to contribute ideas and take part in planning and delivering activities. We agreed to support her in leading sessions, starting with small groups and gradually building confidence to bigger and targeted pieces of work. The structure of each club night was explained. An example of this is our young person’s booking on system as club night can reach number up to 120 young people, and our scheduled “7 O’clock sesh” where we deliver a targeted piece of work which follows our annual planner themes created by Evolve’s Youth Committee panel. Along with expectations regarding arrival times, setup, responsibilities during sessions, tidying up, and the final reflection process. We also agreed to use supervision time for any other business (AOB) that may arise. This agreement provided a strong foundation for open communication, clear boundaries, and a supportive learning environment. Chugh (2021, np) states that the functioning of the relationship, can only work if there is trust within that supervisory relationship as there can be potential for harm when giving and receiving feedback. 
Over the course of the supervisions, we developed a strong and positive relationship, and I took steps to ensure that this connection was sustained. We discovered that we had many things in common, and our understanding of boundaries aligned well, which helped to strengthen our relationship. Keating and Smith (2019) explain that having clear boundaries within supervision is essential, as it helps build a trusting, professional relationship where open and honest reflection can take place safely. This was particularly helpful when we shared our own experiences of working with young people, as it made it easier for her to recognise where the boundary was and understand the importance of not crossing it as such not sharing personal social media handles to young people. One boundary I wanted to address for example, was that early on in our initial induction to club meeting, I noticed she would occasionally check her phone, this also continued in our reflection meetings after club. When I brought it up in the agreement meeting, we acknowledged that this could be partly due to generational habits and the constant connectivity is common among younger people. However, we used this as a learning moment to reflect on the importance of being fully present, as maintaining professional boundaries is essential—not just in reflection, and supervision, but also when working with young people.
Throughout our sessions, I maintained a person-centred approach to create a comfortable environment where my supervisee felt safe to open, express their emotions, and reflect more clearly on tough situations from club nights. Hammond (2014) highlights the importance of person-centred values in supporting young people and workers. Not only did this approach benefit my supervisee, but it also helped me to empathise with and support her—particularly in relation to building relationships with young people and developing her ability to think quickly and solve problems during busy club nights. This is supported by Rogers’ (1951) person-centred approach, which emphasises empathy and creating a supportive environment to encourage growth and effective problem-solving. I believe that using this approach with my supervisee, along with building a strong relationship, created a safe space where she felt at ease expressing her experiences, both positive and negative. Having supervision in the hub also allowed us to revisit or talk through incidents together when needed. Importantly, she knew she would not be judged, and that confidentiality would be respected. Wilson’s (2020) concept of inclusive supervision is one of the five pillars that underpin youth work (Youth Work Wales Review Group, 2022). By maintaining an inclusive approach in our sessions, I was able to have open conversations with my supervisee about her preferred style of supervision. This not only benefited her by making the process more personalised, pleasant and supportive, but also allowed me, as her supervisor, to understand different personality and learning styles. In doing so, I demonstrated that I valued her as an individual, which helped strengthen our working relationship. (Murray, cite in Marken and Payne, 1987 p. 52) Creating a situation where learning can occur is the responsibility of the Supervisor, this can be helped by being aware of non-verbal communication, eye contact, paying attention, listening, sitting positions, the use of furniture in the room, denying external interruptions. Basic active listening skill. 

Log 2
Inskipp and Proctor (1993) identified three key functions of supervision: formative (educational), normative (managerial), and restorative (supportive). Bolton (2020) builds on this by explaining that, when these functions are combined, they ensure supervision addresses all essential areas, supporting the supervisee, upholding the standards of the profession, and promoting self-awareness and development in the supervisor. Learning about the functions of supervision helped me identify which ones were present in our sessions. Not only by listening to my supervisee also recognising them in her reflective accounts, but also by becoming more aware of how I was applying them myself to support her effectively.
The formative function focuses on the development of the supervisee, including their skills, knowledge, and professional practice (Inskipp & Proctor, 1993; Bolton, 2020). A clear example of this in our supervision sessions was when my supervisee shared that she often felt awkward when conversations with young people end suddenly, making it difficult to build positive relationships. In response, I suggested she carry a set of carefully curated conversation starter card games, this is one of many methods designed to prompt meaningful discussions around topics that matter to teens. This not only supported her confidence in initiating discussions but also provided a practical method for developing her communication skills and relational practice. Tools like these align with youth work approaches that value purposeful interaction and relationship-building as central to practice (Ord, 2016). Introducing the conversation starter cards gave my supervisee greater confidence in approaching different groups of young people during club nights. She became more comfortable initiating and sustaining conversations, whether one-to-one or in small group settings. She later informed me that she had successfully used some of the questions from the card set as an icebreaker activity during a session she led at "7 O’clock Sesh." This reflects Kolb’s Experiential Learning Cycle (1984), as she moved from a concrete experience (struggling with conversation), through reflective observation (discussing it in supervision), into abstract conceptualisation (using a new tool), and finally active experimentation (applying the card prompts in practice). This cycle supported her ongoing skill development and confidence as a youth worker. This was a perfect example of being able to reflect on her practice. 
Jeffs and Smith (2021) highlight the importance of maintaining both emotional and intellectual development by remaining engaged, reflective, and effective practitioners. It was my intention to creating opportunities for my supervisee to reflect on her practice, ensuring she had the space and support needed to work towards the developmental goals she aimed to achieve during her placement with us. I suggested that my supervisee base her reflections on either Gibbs' Reflective Cycle or Kolb’s Experiential Learning Cycle. This proved to be a valuable aspect of her learning, as it enabled us to explore the purpose and structure of each stage within the models and how they could be applied to her real-life youth work experiences. To support her in writing effective reflective accounts, I provided sample layouts of both frameworks. This helped her visualise how to organise her reflections and gave her the flexibility to choose the model that best suited the situation she was reflecting on, whether she was analysing a challenge or reviewing a positive engagement with young people. Encouraging structured reflection in this way aligns with best practice in professional development, supporting both self-awareness and continuous learning (Kolb, 1984; Gibbs, 1988). I showed my supervisee an example of my own Kolb (1984) reflect account of an incident where our PS5 controller got stolen during club night. 
The normative function of supervision focuses on upholding professional standards and ethics (Inskipp and Proctor, 1993; Bolton, 2020). I applied this function when my supervisee shared that she was interested in undertaking a course on emotional wellbeing or youth mental health, following an interaction she had with a young person during a club night. As her supervisor, it is my responsibility to ensure her placement needs are met. To support her, I conducted my own research and informed her of relevant training opportunities. I also suggested that she could shadow a youth hub worker and take part in in-house online training, which would be beneficial not only for her current placement but also in future roles working with young people. May’s theme was “Mental Health” so together we scheduled time to do some research to support our young people. My supervise came up with a true of false game which linked in with the incident with the young person personal emotional struggle at that time. 
The restorative function of supervision focuses on supporting the emotional responses of the supervisee, particularly in stressful or challenging situations (Inskipp and Proctor, 1993; Bolton, 2020). An example of this arose when my supervisee shared a concern during supervision about a young person at club night who had been going around asking other attendees for money. This issue had also been raised during end-of-session reflections. My supervisee expressed a strong emotional response, particularly empathy, after discovering that the young person had not eaten after school. When asked why, he explained that he didn’t like his mother's cooking, and that in his culture, if a child does not eat what the mother has prepared, they go without. He saw club night as an opportunity to have a break from his usual meals, with the hope of accessing food elsewhere.
Moved by this, my supervisee came up with a sensitive and practical solution. She decided to purchase a toastie and pitta pizza for herself, and she agreed to share it with the young person on the condition that he helped her tidy up after the craft activity. This discreet compromise prevented him from asking other club members for money, avoiding potential negative attention from his peers. The young person responded positively to this arrangement, and my supervisee reflected on the importance of thinking on your feet, showing empathy without judgment, and handling situations in a way that maintains the young person’s dignity. It was a valuable learning moment that demonstrated the impact of emotional awareness in youth work. According to the National Youth Agency (2021, p.3), youth workers should always have a "critical incident plan" in place. By developing strong critical thinking and problem-solving skills, my supervisee will be better equipped to respond promptly and effectively, helping to minimise the impact of any incident, whether minor or more serious on the young people involved.
I invited my supervisee to attend a Youth Committee meeting focused on planning our summer programme. As always, we incorporated children’s rights into the discussion, with this particular meeting centred around Article 12 of the UNCRC (UNICEF, 2023), which highlights the importance of respecting children’s views. We asked the young people directly what they would like the summer programme to include, reinforcing our strong belief that every young person should be heard and have a say in decisions that affect them. This approach is rooted in core youth work values, including the National Occupational Standards (CLD Council Scotland, 2019) and the five pillars of youth work (Youth Work in Wales Review Group, 2022).
My supervisee’s existing knowledge helped her connect with the young people on an emotional level, ensuring that everyone had an equal opportunity to contribute. I supported her in recognising how she demonstrated emotional empathy, particularly toward young people who do not have the chance to enjoy family days out due to financial constraints. For many, youth club outings offer a rare and special opportunity to experience something different.
Her ability to “feel what others are feeling” (Reid, 2023) enabled her to truly understand the emotions behind the young people's contributions. By giving them a voice in shaping the summer programme, she helped empower them, making it clear that their opinions matter and are valued
Log 3
Throughout our sessions, I worked in line with the function map of the National Occupational Standards (NOS) values of youth work, with a particular focus on "managing and leading others" (CLD Council Scotland, 2019, p.6). This guided me in using professional judgement to determine the most appropriate ways to support my supervisee, while also deepening my understanding of the responsibility that comes with those decisions. Hill and Peaper (2011, p.13) emphasise that professional judgement goes beyond mere assumptions or opinions, it is grounded in evidence. The more insight and evidence I gathered about my supervisee’s emotions and behaviours, the more confident and informed my judgements became.
My role as a supervisor to this supervisee has been beneficial for my own development, especially in strengthening key skills such as active listening and non-verbal communication- including eye contact, hand gestures, and facial expressions, and no phone! By using these techniques, I was able to show my supervisee that she had my full attention, which helped to create a safe and supportive environment where she felt truly listened to. Morgan (2023) suggests that when used appropriately, these techniques can foster a genuine connection. This was evident in the way my supervisee fully engaged in our sessions, knowing she had my undivided attention in our venue of choice - our hub. This contributed to a positive and trusting dynamic between us.
Creating this positive supervision environment benefitted not only my supervisee, but also me. It was comforting to my supervisee as I was able to put myself in her shoes and better understand the experiences and challenges she brought to supervision, over someone who didn’t have a connection to our club. This enabled me to offer constructive advice and support, especially since her placement takes place within my youth club with my young people who I know very well. Seeing how comfortable and supported she felt during our sessions prompted me to reflect on my own practice and leadership style as a Youth Hub Manager.
Sapin (2013, p.224) describes the concept of "location of self" as being valuable in supervision, as it encourages supervisors to be transparent and honest about what they can offer, while also helping them identify areas for personal growth. This reflective process has helped me better understand my strengths and what I can continue to work on in my supervisory role.
When reflecting on my role during supervision, I was able to recognise both my strengths and weakness with identifying the areas I need to improve. One area I found particularly challenging was sharing my own experiences without influencing whether my supervisee perceived her handling of a situation as right or wrong. I’m aware that every situation is unique, and since I wasn’t present during that particular incident on club night, I couldn’t fully assess the context. However, I also recognise that sharing my own examples of how I might have approached a similar situation can offer my supervisee an alternative perspective to consider for the future.
To manage this more effectively, I’ve developed a deeper understanding of what Ingram and Harris (2001, p.100) describe as “the power of feedback.” They explain that whether feedback is positive, negative, or constructive, it is immediately absorbed by the brain and can have a powerful effect on a person’s self-esteem and self-image. I now approach feedback more thoughtfully, ensuring it is supportive and reflective rather than directive, with the aim of encouraging growth and confidence in my supervisee’s decision-making.
I have also learned that constructive criticism should not be seen as negative; rather, it is a valuable way of offering feedback that supports my supervisee’s growth and development. This understanding has given me greater confidence in my role as a supervisor, whether I’m supporting youth hub workers or students. I recognise that how I deliver feedback can make a significant difference. By framing it in a supportive and reflective way, I can avoid it being perceived as negative and instead encourage learning and self-improvement.
I have also come to understand the importance of prioritising staff wellbeing. Reflecting on my own experiences of being supervised, I recall being regularly asked about my wellbeing, and how valued and supported that made me feel. Now, as the supervisor, I recognise the vital role wellbeing plays in helping staff perform at their best. According to the National Occupational Standards for Youth Work (CLD Council Scotland, 2019), a key principle is supporting others to develop and maintain their own health and wellbeing. Additionally, the Youth Work in Wales: Principles and Purposes document (2022) highlights the importance of creating safe, inclusive environments where both young people and staff feel supported.
When staff feel cared for and understood, they are more likely to be motivated, emotionally available for the young people they work with, and resilient in the face of challenges. By embedding wellbeing as a priority in supervision, I can foster a healthier team culture and better outcomes for both staff and the young people we support.
Sercombe (2010) highlights that trust, respect, and voluntary engagement are fundamental in building meaningful relationships with young people in youth work. He emphasises that relationships should be rooted in mutual respect and a strong ethical foundation. A powerful idea he offers is that “the relationship is the work”-a concept that reinforces the central role of relationship-building as the core of effective youth practice. This perspective aligns with my own experience in supervision and youth engagement. Overall, my experience as a supervisor has made me reflect deeply on how I engage as a supervisee, and how this will influence my future professional relationships. I now have a clearer understanding of what to look for in a supervisor- someone who is supportive, reflective, and prioritises both personal and professional development. This experience has also shaped the type of supervisor I aim to be in the future. I am more aware of how my approach can impact my supervisee’s learning and confidence, and I now have a stronger sense of how to create an environment where supervisees feel valued, listened to, and empowered to grow. By understanding both sides of the supervisory relationship, I can continue to build positive, ethical, and effective supervision practices moving forward.
Critical Review
Leadership and management are essential in youth work, especially as the sector faces increasing financial constraints. Leadership inspires and motivates, while management ensures structure, accountability, and delivery. In my role as a youth hub manager and supervisor, I have witnessed how both aspects play a vital role in maintaining quality practice and supporting both staff and young people. This review critically compares key leadership and management theories and reflects on how they apply to youth work, particularly in a time of reduced funding and heightened need.
One theory I relate closely to is Transformational Leadership (Burns, 1978; Bass, 1985). This model emphasises motivating others to achieve their potential and aligning them to a shared vision. I’ve found this especially relevant when supervising new staff or students on placement. For example, when my supervisee wanted to improve her understanding of youth’s emotional wellness after a club-night incident, I supported her with resources and buddying opportunities with youth hub workers. This inspired her to take initiative, reflecting the type of empowerment transformational leaders aim for.
This theory also complements youth work’s commitment to young people’s participation. In a recent youth committee meeting, we focused on Article 12 of the UNCRC (UNICEF, 2023), encouraging young people to shape our summer programme. My supervisee was able to emotionally connect with young people who rarely get family days out due to financial hardship, showing real empathy and understanding. Her ability to “feel what others are feeling” (Reid, 2023) reflects emotional leadership in action, supporting relational work, which is at the heart of youth work.
Another model that resonates with me is Servant Leadership (Greenleaf, 1970), which prioritises the needs and growth of others. This is a core value in youth work practice. I’ve seen this reflected in my own role—offering emotional support in supervisions, asking staff about their wellbeing, and being present with active listening. Morgan (2023) highlights how non-verbal cues like eye contact and facial expression build trust, something I’ve developed and seen have a direct impact on how open and engaged my supervisee becomes.
However, the pressures of limited time and funding can make it difficult to consistently offer this depth of relational care. Balancing these expectations with the need to maintain service delivery requires careful management.
While leadership creates vision and emotional connection, management provides the foundation to implement that vision. Fayol’s Classical Management Theory (1916), which focuses on planning, organising, and controlling, helps when it comes to practical duties such as writing risk assessments, managing budgets, applying for funding, and coordinating staff rota. These tasks are vital for safety and accountability, especially in settings like mine, where over 70 young people attend the youth club weekly.
However, this traditional approach can sometimes feel at odds with the flexibility youth work demands. For example, rigid planning doesn’t always suit sessions where young people’s needs change quickly. Therefore, I find Systems Theory (Katz & Kahn, 1978) more useful, it recognises that youth work operates within a complex, ever-changing environment. Whether that’s responding to local hardship, safeguarding concerns, or working with multi-agency partners, Systems Theory way of thinking helps consider the bigger picture.
Effective youth work practice needs a balance of leadership and management. Kotter (1990) argues that leadership is about coping with change, while management is about coping with complexity. I’ve seen this clearly in my own work, leading staff to adapt programmes outside of club night and during school holidays, or around funding restrictions, while still managing staff hours, funding opportunities, and ensuring a fantastic programme is delivered to young people.
For example, a young person in our group was unable to attend a fantastic tennis tournament in Birmingham due to financial hardship. Mainly food, and other associated costs created a barrier, despite his enthusiasm attending all our tennis session and his talent. Aware of the emotional impact this could have, not just on the individual, but on the group dynamic, I took a proactive approach. I ensured that all young people attending were provided with a breakfast pack, and a small, packed lunch, removing any visible inequalities. By doing this, no one was singled out or left out due to financial circumstances. This reflects servant leadership in practice, putting young people’s needs first while safeguarding their dignity. It also demonstrates the adaptive leadership approach (Heifetz, 1994), where leaders respond to challenges in ways that protect relationships and promote inclusion. These small but strategic decisions reflect youth work values -equity, respect, and participation, and show how leadership is often about the seemingly minor decisions that have major relational impacts.
The youth work sector has been heavily impacted by budget cuts. According to Welsh Government (2024), Wales, continue to face financial strain, with core resources reduced and service delivery impacted despite small year-on-year income increases. In this context, leaders must be more strategic and resourceful than ever. I’ve learned that Distributed Leadership (Spillane, 2006) works well in my setting, it shares responsibility across the team and makes better use of people’s strengths. This approach has been essential when I’ve had to run multiple projects such as Mother’s day gift and an identified targeted session on healthy relationships  session, along with all the other activities young people enjoy in club on tight resources, which meant I must involve our Senior Members, and students, together with my part time staff. 
I also find value in Adaptive Leadership (Heifetz, 1994), which encourages flexibility and experimentation. As a manager, I often need to adjust plans based on sudden changes- staff sickness, lack of resources due to day time staff usage, or urgent safeguarding concerns. Adaptive leadership supports this by encouraging collaborative problem-solving and reflection.
However, I’ve also experienced the rise of managerialism- pressure to meet rigid outcomes for funders, sometimes at the expense of meaningful youth work on club night. This creates tension between what we should do (relational, ethical youth work) and what we have to do (tick boxes to secure funding). Balancing these demands is a continuous challenge for youth work leaders. 
Conclusion
To conclude this assignment, the supervisee successfully completed the minimum requirement of engaging in four hour-long supervision sessions. Practice Log One focused on the importance of the supervisory relationship, the three core functions of supervision, and a reflective analysis of the supervisor's own practice. Gaining new knowledge about supervision contracts enabled the supervisor to understand their role in establishing a positive and professional relationship with the supervisee. The supervisor also developed the ability to identify the three functions of supervision -normative, formative, and restorative- not only in the supervisee’s practice but also in their own, using a range of techniques tailored to the needs of each session.
Through reflective practice, I the supervisor developed key supervisory skills and has a clearer understanding of how to apply this learning to enhance future practice. The critical review supported further development by enabling myself to explore and compare leadership and management theories and consider how these approaches can be implemented within youth work settings. Additionally, my increased awareness of how rising financial pressures may impact youth services has fostered a deeper understanding of how to manage such challenges effectively in the future.
Overall, applying my knowledge and experience of leadership and management approaches can more effectively support my supervisees on their learning journey, contributing to high-quality youth work practice.
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