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Supervision and Management Portfolio


Part 1


This paper is a Supervision, Leadership and Management Portfolio which consists of two parts. Part one will include six detailed practice logs based on supervision where the author is required to practice their supervision skills with a supervisee. 

Sapin defines supervision as:

A process of critical reflection in which youth workers discuss ongoing work and professional development issues with another practitioner, such as a manager, a practice tutor, or a peer in order to identify clarity about roles, and the relationships between values, practice and development. 
(Sapin, 2013, pp. 220)

Practice Log 1 (13/10/21)

Description 

During the first supervision meeting, myself, the supervisor and Fran, the supervisee, discussed the supervision contract. This included the boundaries within the sessions, the length of the sessions, confidentiality, the supervisor’s responsibilities, and the supervisee’s rights. During the first section of the contract, we successfully came to the agreement that each session will be held weekly, and that the date and time will be decided at the beginning of every week. Additionally, each weekly session will be 30 to 45 minutes depending on the topic being discussed. 

Furthermore, we agreed on what will be discussed during the sessions. For example, discussions about work or placement issues and no gossip. Moreover, the conversations during each session will not be discussed with other members of staff, excluding the issues that require to go further due to safeguarding. Lastly, we discussed the supervisor’s responsibilities and the supervisee’s rights. This was useful as it ensures that we understand our rights and responsibilities during our sessions together. 


Feelings 

Before the session, I was doubtful of what to expect as this was my first experience as a supervisor. However, I felt prepared as I had set an agenda which was to create a supervision contract. I felt that ensuring that I am empathetic, open, and respectful towards what Fran would like to discuss was essential. The importance of this is highlighted in the ‘Code of Occupational Ethics for the Youth Service in Wales’ as it states in 3.2, “treat colleagues with respect, courtesy, fairness and good faith” (Code of Occupational Ethics for the Youth Service in Wales, 2012, p.10). 

Evaluation 

Overall, creating the contract was a very positive experience as we discussed and agreed upon all the sections. Additionally, our communication was professional and structured. The importance of this method of communication in supervision is stated in number 4 of Morrison’s 10 core statements relating to supervision, “Supervision is a negotiated, co-operative, structured relationship” (Morrison, 2001, p.16). 

Analysis 

The first session was an anxious but interesting experience as our supervisory relationship began to develop. Throughout the session, I became more comfortable as we shared our past experiences of supervision and our expectations moving forward. Furthermore, we choose to have the session online using Teams as this was the most suitable option for both of us and the conversation felt private. My aim was to ensure that the supervisee felt as comfortable as possible and I believe that I succeeded in doing this by being aware of my body language, paying attention and choosing the appropriate location for the session (Murray, cite in Marken and Payne, 1987, p.52). 

Conclusion 

To conclude, my first experience of being a supervisor was daunting but overall enjoyable as I allowed myself to fully engage in the role by planning an agenda, agreeing on all parts of the supervision contract and develop my relationship with the supervisee. Additionally, I began to develop my supervision skills which included listening, suggesting choices, drawing conclusions, and exploring different viewpoints (Tash, 1984).

Action Plan 

To improve for the next session, I will aim to become more confident from the outset of the sessions, for example when setting the agenda and the general structure of the meetings. 



Practice Log 2 (21/10/21)

Description

The second supervision meeting involved Fran discussing her first day on placement for Level 5 in the LRC Training in Carmarthen centre. During the session, she described how she felt during the first day:

“In the build up to this day, I felt slightly nervous however, as I previously met some of the staff this made me feel more at ease”.

Before the session, I had planned to use the McNiff Action Reflection Cycle to reflect on my role as a supervisor during this particular meeting (Herman, 2012, p. 121). Firstly, I observed and identified Fran’s concerns (Herman, 2012, p. 121). Secondly, I reflected on these concerns to move forward and take action where needed (Herman, 2012, p. 121). I ensured that I concentrated on the supervisee and listened to what she had to say. 

Additionally, I questioned and drew out more information in order to fully understand Fran’s experience and to suggest any recommendations (Tash, 1984). Finally, I evaluated the information given to ensure any action plan is modified if necessary (Herman, 2012, p. 121). 

Feelings

Overall, I felt confident during the session as I prepared thoroughly by setting an agenda to discuss a reflective recording. Additionally, I referred to the contract to confirm that we understood the boundaries. Moreover, I supported my supervisee by applying my knowledge of the supportive function of supervision. This function improved my response as Fran was able to express her worries and explore how to process these feelings rather than feel distressed by them (Curran and Harrison, 2013, p. 210).  

Evaluation
This session was useful as I learned how to apply my knowledge of the supportive function of supervision to how I responded to my supervisee. Furthermore, being prepared for the meeting enabled me to enjoy the experience and try new methods to see what works best for myself and the supervisee. Beginning to use the McNiff Action Reflection Cycle framework was beneficial as it allowed me to take a strategic approach to the meeting. However, I found the evaluation stage challenging as I didn’t have much experience on how to evaluate and explore action points.

Analysis

On reflection, I communicated well with my supervisee, and we were able to develop our relationship by exploring two methods of supervision. This is valuable as over the next few sessions, it will become evident which method is best to guarantee the development of my role as a supervisor to ensure my supervisee receives the best possible support. 

Conclusion
To conclude, I believe that it was important to challenge myself further to develop my role as an appropriate supervisor. 

Action Plan
Lastly, I will improve my evaluation skills to identify what action points need to be taken or to give constructive feedback when required. 



Practice Log 3 (28/10/21)

Description 

The topic of this session was based on a Covid-19 session the supervisee held with the learner during placement. The supervisee described the session as a “fun game, a quiz I created online and then later writing a personal statement”.  

Feelings
I had prepared for the session by reading the supervisee’s reflective recording before commencing to make some notes to add structure to the meeting. During the supervision sessions, I have found that having a planned approach is essential as it allows myself and the supervisee to stay focused to discuss relevant concerns related to practice (Sapin, 2013, p.221). Moreover, discussing Fran’s reflective recordings also allows us to maintain a structured approach. 

Additionally, I asked numerous questions about the experience of running a session with the learners which encouraged conversation about what she felt she did best and what she could improve for future sessions. Similarly, this relates to Sapin’s observations on a “planned approach to supervision” as I was listening and valuing my supervisee’s experience, reviewing practice, and identifying any issues (Sapin, 2013, p.221). Moreover, this session mainly focused on the educational and supportive functions of supervision. I believe that the two functions mentioned are the most suitable type of supervision for this session as I supported Fran in a suitable environment as she reflected on her practice (Sapin, 2013, p.223). 

Evaluation

It has become clear that our discussions during the initial meeting have largely impacted how we communicate as we are mindful of our boundaries, expectations, and practicalities. This has enabled us to develop our supervisory relationship as we get to know each other better and establish which function of supervision works best (Sapin, 2013, p.224). This complies with the A1 and E2 ‘Values of Youth Work’ as we have built a professional relationship throughout the sessions, and I have assisted Fran to continue to develop by supporting her to the best of my ability (CLD Standards Council Scotland, 2019. p.6).

Moreover, to learn more about my supervisee’s practice, I will keep further detailed records of various issues raised during previous sessions as this will show that I value my supervisee’s perspectives and experiences (Sapin, 2013, p.226). 

Analysis

By applying the educational and supportive functions of supervision, I was able to bring a structured approach to the sessions which ensured that an agenda was set. 

Conclusion 

To improve for the next session, I will take further detailed notes to remind myself of previous issues to ensure that my supervisee knows that I am focused on what is shared throughout. 

Action Plan 

My action plan is to continue to develop my supervision skills by reflecting on my role and responsibilities and listening verbally and non-verbally to my supervisee in order to provide the most suitable feedback. 




Practice Log 4 (4/11/21) 

Description 

This session was based on a one-to-one experience the supervisee had with a learner during her placement. We discussed and reflected upon the interaction the supervisee had with the learner which included what was good and bad about the experience, any skills that need to be developed and what could be improved for future one to one sessions. 


Feelings

Before the meeting I revisited my action plan from the previous session to ensure that I take further detailed notes of our discussion. Additionally, I asked more detailed questions about how my supervisee felt about the experience. The conversation opened up more as she was able to share more detailed thoughts and feelings about her experiences. This was a very significant development in our relationship as the conversation between us became more relaxed and it was evident that she trusted me with this information. 


Evaluation

This meeting developed my role as a supervisor as I frequently challenged my supervisee which allowed her to reflect on the experience to identify strengths and weaknesses. Additionally, I evaluated my supervisee’s practice to recognise good youth work practice within her placement, which will enable her to detect any issues (Sapin, 2013, p.232). Evaluating youth work practice is vital as it encourages the supervisees to explore their issues from their own perspective. Moreover, this allows them to identify which areas they need to improve on, make plans to progress while keeping in mind youth work principles and values (Sapin, 2013, p.233). 

I was able to apply this to the session as the supervisee mentioned that she has not had many opportunities to do one to one sessions with the young people. Therefore, I suggested that she could plan an informal meeting with the organisers of the placement to express her concerns and to ask if there are any experiences available. I encouraged the supervise to identify her issues and try to solve them by challenging herself to take action and discuss these issues with the organisation. Additionally, I ensured that my supervisee understood that I will support her through this process. Moreover, it is important that the supervisor encourages the supervisee to view situations from various perspectives to achieve the best outcome (Sapin, 2013, p.234).


Analysis

My knowledge of the 3 functions of supervision was demonstrated during this session. Firstly, I evaluated my supervisee’s practice to ensure the policies and values of the organisation are being met. Secondly, I challenged Fran to reflect and act on any concerns she may have which will develop her knowledge, skills, and attitudes for her placement. Thirdly, my supervisee was able to express her thoughts and feelings openly as I paid full attention to support her (Curriculum Development Unit, 2014, p.9). 

Conclusion

Overall, this has been the most advantageous session to date as I felt confident in my role as a supervisor as we discussed issues, evaluated, reflected on practice, and planned to resolve some of the concerns. 

Action Plan 

If this situation arose again, I would discuss the matter further to try out other methods of addressing issues. This will enable the supervisee to learn new methods and develop youth work practice. 


Practice Log 5 (4/11/21) 


Description
The effects of the Covid-19 pandemic are evident among young people and youth work organisations. The supervisee and I discussed some of the challenges she faced during her placement as the Welsh Government set new rules to reduce the spread of Covid-19. 

Feelings 
During this session, my supervisee became more comfortable when sharing her issues. One of these issues included the youth project having to move everything online due to the government rules. After my supervisee explained the adjustments that had to be made to adhere the rules, I asked how she felt during this experience. She expressed her frustrations and worries about the youth centre having to move to work online. 

I reassured her that every youth work organisation was in the same situation and encouraged her to find fun activities to do with young people online. Additionally, I ensured that everything discussed will be kept confidential as stated in the contract. This adheres to the ‘Code of Occupational Ethics for the Youth Service in Wales’ as 3.8 states, “observe confidentiality in respect of discussions with colleagues about their occupation problems and difficulties” (Code of Occupational Ethics for the Youth Service in Wales, 2012, p.10). 

Evaluation 

Being able to relate to the topic my supervisee wanted to discuss was very useful for this session. I remained open minded for any ideas she may have to try and improve or resolve them. I focused on developing a shared vision during this session. This included working as a partnership to share the same vision around the “purpose, intention and overall goal”. (Curriculum Development Unit, 2014, p.11). Sharing the same vision allowed us to work together to overcome the issue and reach our goals. 


Analysis

Using the partnership approach to develop shared visions enabled the supervisee to develop her communication and problem-solving skills. I believe this approach worked well as I was able support my supervisee to find the best outcome. She learned more about her role as a youth worker and developed important skills. The importance of learning through supervision is emphasised by Tash, as she states that, “through discussion and work planning with their supervisor the worker can identify priority areas and work within agreed goals and deadlines” (Curriculum Development Unit, 2014, p.12).


Conclusion

In addition to the ‘partnership approach’, the ‘letting go’ approach could have also been suitable for the session. Harrison and Wise define ‘letting go’ as a method that is “concerned with supporting individuals recognise those things that are beyond their control” (Curriculum Development Unit, 2014, p.11). This could have been applied as the Covid-19 pandemic was out of everyone’s control and youth work organisations had to adapt to the situation as it developed. 

Action Plan

If a similar matter occurred, I would research and try out different approaches to see which one is the most suitable for the supervisee and the issues they raise during the session. 



Practice Log 6 

Description

Reflecting on all supervision sessions enabled me to identify the strengths and weaknesses in my role as a supervisor. Additionally, it allowed me to see what areas need to be improved and how our supervisory relationship has developed. Moreover, this enabled me to recognise how my understanding of the functions of supervision has been applied during the sessions.  

Feelings 

At the beginning of the sessions, I was very anxious however, my role as a supervisor significantly developed as the sessions went on. I began to feel more comfortable and confident due to planning and being organised. Firstly, I ensured a contract was created, which was essential as roles, responsibilities, aims, and goals were set. The importance of agreeing on a contract is demonstrated by Harrison and Wise. They state that organisations might have assessments or performance reviews that have different purposes, and it is therefore essential that these are “to be distinguished carefully from the supervisory process” (Curriculum Development Unit, 2014, p.14).

Secondly, I developed various supervisory skills during the process which included being open minded to listen and support my supervisee as she discussed her concerns or issues. Moreover, I ensured that I was approachable, empathetic, and compassionate as Fran opened up to me and I reassured her that everything discussed would be kept confidential. Being able to recognise my skills motivated me to continue to reflect on my role to see which areas needed to be improved. 

However, I believe that there are numerous ways of improving my role as a supervisor. After reflecting on the sessions, I hope to continue to become more confident when taking on a leadership role, discuss what myself and the supervisee wants from the session in more depth and practice the functions of supervision more frequently. 

Evaluation 

The development of the supervisory relationship enabled me to build my confidence as we established a comfortable and open environment. Confidentiality was a significant factor as it allowed us to form trust and encourage honest discussions. This is specified in 3.4 of the ‘Code of Occupational Ethics for the Youth Service in Wales’, “maintain occupational relationships of trust and co-operation” (Code of Occupational Ethics for the Youth Service in Wales, 2012, p.10). 

Furthermore, applying my understanding of the functions of supervision provided structure to the sessions and highlighted which functions were most suitable to each session. The educative and supportive function was applied during the majority of the session however, I aim to make more use of the administrative function in future. 

Analysis 

My first experience as a supervisor was an overall positive and beneficial experience as I expanded my understanding of the 3 functions of supervision, developed my skills and applied various methods of supervision to the sessions. 

Conclusion 

To conclude, taking on the role of a supervisor allowed me to take responsibility to plan and organise sessions, form a supervisory relationship built on trust and identify areas to improve by reflecting on myself and the supervisee.

Action Plan

To improve for future supervision opportunities, I will continue to use the 3 functions of supervision and practice them regularly, build my confidence and work on establishing, in more depth, what myself and the supervisee would find most valuable to take from the sessions.



Part 2 

Critical Review   

Part two will be a critical review of leadership and management theories and their application to practice. The author will view these theories critically while considering the increasingly challenging financial climate that youth work organisations face. There are numerous definitions of leadership and management. According to Fiedler (1967), leadership is defined as a relationship where an individual uses their methods or rights to “influence many employees to work together in pursuit of a common goal” (Bârgău, 2015, p. 184). Moreover, Katz (1955), defines management as “exercising direction of a group or organization through executive, administrative, and supervisory positions” (Bârgău, 2015, p. 182).  


There are various leadership and management theories which are established by different beliefs and views. Additionally, different theories used by leaders or managers are built through a mixture of their experiences, principles, and the organisation’s purpose. Firstly, the process model of management presented by Ford, Hunter, Merton, and Waller (2005), adopted from Kolb (1974), consists of a “framework for thinking about management and leadership” (Ford, Hunter, Merton, and Waller, 2005, pp.3-4). The idea suggests that if managers use a learning cycle to scan, plan, deploy resources, deliver service, monitor progress, report to stakeholders, and build relationships with stakeholders, they will be able to “deliver action effectively” (Ford, Hunter, Merton, and Waller, 2005, pp.3-4). 


This process can be applied to youth work practice as leaders and managers within youth organisations are able to follow the learning cycle to reflect on their roles and learn how to be most effective when making decisions. Delivering the service is one of the most important steps in youth work. Therefore, the main goal is to ensure that managers follow up on the work of youth workers to ensure young people are offered the best services possible (Ford, Hunter, Merton, and Waller, 2005, pp.3-4). 


However, the ‘deploy resources’ step may be difficult for individuals with a leadership or management role because of the challenging financial climate that youth work services have faced. For example, in an article from the Guardian, Weale stated that funding for youth services in England and Wales was “cut by 70%” in less than a decade, with “the loss of £1bn of investment resulting in zero funding in some areas” (Weale, 2020). 
                   
Secondly, several theories of leadership have been identified throughout the years which include the ‘great man’ theory, trait, contingency, relationship/transformational and behavioural theories (Amanchukwu and Stanley, 2015, p. 8). It is evident that the theories contain strengths and weaknesses, which will indicate what works best when applied to youth work practice. 

For example, the relationship/transformational theory would work particularly well in youth work as it is based on the relationship formed among leaders and followers (Amanchukwu and Stanley, 2015, p. 8-9). Additionally, it requires leaders to have qualities such as “confidence, extroversion and clearly stated values” which are noticeably similar to the qualities highlighted through youth work (Amanchukwu and Stanley, 2015, p. 8-9). Moreover, I have experienced this during my placement as I have observed a school-based youth worker as she motivates and inspires young people to notice the importance of tasks. Additionally, she ensures that individuals achieve their potential which clearly demonstrates her moral and ethical standards. 

In contrast, the trait theory would be unsuitable for youth work practice for numerous reasons. Amanchukwu describes the theory as suggesting that individuals “inherit certain qualities or traits to make them better suited to leadership” and that “great leaders are born, not made” (Amanchukwu and Stanley, 2015, p. 8-9). Applying this theory to youth work practice would be unfitting because of youth work’s principles and values. To illustrate, it is highlighted in the Code of Occupational Ethics that youth workers have responsibility to colleagues which include challenging “ineffective practice and, if necessary, draw this to the attention of colleagues within the organisation in order to improve performance”. This indicates that colleagues often work with the leader to achieve this. Therefore, this theory would not be suitable as youth workers promote equality within their colleagues and young people. Moreover, this implies that they believe anyone can become a leader through developing skills and gaining experience. 

Lastly, it is evident that the financial climate has had a large impact on youth work provision over the years and applying certain leadership and management theories may be challenging due to this issue. For example, if youth work services cannot revieve funding, young people will suffer due to not receiving the support they need. Moreover, the issue is repeatedly put aside and not resolved due to youth work having to compete with matters such as care for the elderly and cancer screening (Gilchrist et al. 2010, p. 2). 

Additionally, in the past, the government have continually joined local services together to try and resolve the issue while giving no indication on what this means for practice, support to voluntary bodies, the workforce and the structures of local governance and decision making (Gilchrist et al. 2010, p. 2). Therefore, applying leadership and management theories can be very difficult due to youth workers being unaware of the future of their organisations. Additionally, the lack of funding effects the distribution of resources, how service is delivered, monitoring progress, planning, and building relationships with stakeholders. Being unable to apply theories could result in a lack of knowledge on how to deliver the most effective leadership or management guidance for colleagues and young people. 




Conclusion 

To conclude, it is evident that applying leadership and management theories to practice is essential to ensure that young people receive the best possible service from youth work organisations. Moreover, using theories will assure that individuals are successful in their roles as they lead by learning through practice. However, the ongoing impact of the financial climate results in tough challenges for youth work provision. Therefore, it is vital to try to resolve this issue to avoid the impact it will have on young people’s lives. 
The key purpose of youth work includes “working with them to facilitate their personal, social and educational development, to enable them to develop their voice, influence and place in society to reach their full potential” (CLD Standards Council Scotland, 2019, p. 4). This clearly demonstrates the influence youth work has on young people’s lives and further displays the importance of funding to ensure youth work can continue to provide this essential support. 
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