Practice Logs 
Introduction 
As part of my professional learning, we were tasked with undertaking our own supervision sessions to better appreciate supervision, the meaning behind such and how it can aid your practice in youth work when carried out effectively for both supervisor and supervisee. Due to the nature of my youth work placement in the Pembrokeshire Youth Justice Service, it was not possible for me to supervise another member of staff as they could not commit to the time spent – which is a common feature of youth work (Weidow, 2017, p. 38). I therefore asked a fellow university student to undertake the role of supervisee, to which she agreed. This supervisee will be referred to as ‘KP’ from this point forward, to allow deeper discussion into the supervision sessions whilst also protecting their identity. KP is a Youth Support Worker at a third-sector, voluntary organisation called the Tanyard Youth Project, which runs as a Youth Centre for young people in Pembrokeshire. Before going into the sessions with KP, it was important for me to have an understanding of what supervision entails; ‘Supervision is a process of critical reflection in which youth workers discuss ongoing work and professional development issues with another practitioner…in order to identify clarity about roles, and the relationship between values, practice and development’ (Sapin, 2013, p. 220). This definition was used because of the emphasis placed on the learning one can receive through supervision, and how this can be used to better inform your practice as a youth worker and the young people you support. To better frame these practice logs, Gibbs’ (1998) model of reflection was used to loosely structure the supervisory process and what could be improved upon in practice. 
Practice Log 1 
Description 
The main focus of the first supervision session involved what supervision would include, the expectations and roles each other held, and the outcome of the sessions for supervisor and supervisee. We both decided to meet at the Tanyard Youth Project, as this is the place KP felt more comfortable in meeting for the introductory session. This is important, as the supervisor must locate a safe and collaborative space where the supervisee feels comfortable in their role for them to gain the most from the sessions (Jenkinson, 2010). The main focus of the first session was creating a supervision contract, which is generally done at the beginning of the entire supervisory process. The contract comes first in Hawkins and Smith’s (2006) CLEAR model of supervision, as it is essential for both supervisor and supervisee to agree on the purposes of the sessions, as well as there being basic ground rules. From this contract we agreed to meet every fortnight in-person, with the base of the sessions being the Tanyard Youth Project, and the focus being on KP’s practice, her experiences at work and any issues she encountered. Having a planned approach to when, what and how the sessions would run also obstructed any logistical problems and reasserted the roles for both supervisor and supervisee (Sapin, 2013). In terms of the supervisory relationship between KP and myself, this was facilitated by discussing the expectations of each other, the aim of the relationship and the overall structure of the supervisions. The supervisory relationship myself and KP created therefore acknowledged the differences in our roles as supervisor and supervisee, but also recognised how we can learn from one another and better our practices. In my case, this would be enhancing my supervisory skills, and KP would gain support in expanding her professional development within her work. For a full description of the agreements reached by myself and KP, please refer to Appendix 1. 
Feelings 
Prior to the session I was feeling nervous, as this is the first time I have taken on a supervisory role. I thought I did not have the professional background to supervise another youth worker effectively. However, Tash (2000, p. 164) argues that this should not be the main concern when deciding who should supervise someone. Instead, it is the ability to feel, learn and think that make an effective supervisor. Knowing that this was both a new experience for myself and KP lessened these thoughts of not being enough, which relates to how the supervisor and supervisee can learn from one another. I used a different structure of supervision that is distinct from traditional, administrative supervision, namely ‘peer supervision’, to distant myself away from this narrative. This includes youth workers arranging their own supervision sessions outside of their work organisation, and generally involves workers who are of equal standing in their positions supervising one another (Hawkins and Shohet, 2006). This was the case between myself and KP. Nevertheless, I was conscious of the fact that without a clear structure or leader within the sessions, the focus would get blurred. Therefore I felt there was a need for greater accountability on myself as supervisor to establish boundaries and ensure our roles were asserted in the first session, whilst also instilling the supportive and educative elements of peer supervision (Kadushin, 1992). By taking this approach in the first session I felt that there were no confusion between KP and myself. As I was also disconnected from KP’s work because I was not her manager, this made the supervisory relationship more relatable and less bureaucratic (Woods, 2001). Thus, although there was anticipation going into the first supervision session, during and after we developed an understanding in how the sessions would be ran and importantly why from this angle. 
Analysis
The positives of the first session were predominantly the establishment of the supervisory relationship between KP and myself, what this would include and why, and how the sessions would look like moving forward. A second positive would be my increase in confidence when undertaking the supervisor position, namely by focusing on my strengths in being supportive and educative rather than administrative (Kadushin, 1992). This is a good first step within the supervisory process and one which would be enhanced as the sessions progressed. However, one negative that was identified during the session included the fears KP had for supervision. When devising the contract, I asked KP what her hopes and fears would be of the process, for me as supervisor to understand how KP is feeling in the sessions and what could be done to minimise any negative feelings or experiences. KP explained that within her past supervision experience, she felt pressured to bring something new – this being a reflection or new situation to discuss – every session. This fear has been identified by the Curriculum Development Unit (2014) as a ‘block’ to supervision, where previous bad experiences of such can make supervisees cautious of the process and therefore prone to disengage. To combat this, I asked KP to expand on her previous experiences, and from this information ensured that there were no expectations from me that would make her feel pressured in this way. This was translated into the contract (Hawkins and Smith, 2006). From a negative came a positive, however, where as supervisor I was able to mitigate this fear and establish trust with KP by ensuring she would not feel expected to bring new material every session. Trust is an important quality to instil within the supervisory relationship, because if youth workers feel heard and valued in their role, so do the young people they support (Jenkinson, 2010).
Evaluation 
The first session – where the supervisory relationship began,  the supervision contract was produced and the supervision environment was established – went well and formulated both my role and responsibilities as a supervisor and KP as a supervisee. I looked forward to working with KP in this capacity and focusing on how we could best support her professional development in youth work practice. After we closed the first session, KP and myself scheduled the second supervision in advance to ensure that the sessions remained regular. Sapin argues that the consistency of planned sessions facilitates focus and discussion, which led to KP and myself agreeing to meet every other Thursday for supervision, yet a formal agenda was not agreed upon due to the nature of the sessions being peer-led (2013, pp. 227). I also asked KP how she felt the first session went, out of professional curiosity and to listen to her opinion, to explore any issues and to make her feel valued. From her feedback I gaged that the first session went well and that it was both helpful for myself and KP to continue supervision in a supportive way, as well as provide critical advice and suggestions when an issue arises. After returning from the session, I dedicated time to write my own summary on what was discussed, agreed upon and planned for the next session. As such, accounting a summary of the supervisions after the session allowed me to actively listen to KP to ensure she felt heard, as well gain an understanding of how I can support KP moving forward. Overall, I looked forward to observing how the supervisions evolve, and anticipated myself and KP’s professional development throughout the sessions.





















Practice Log 2 
Description 
This session nicely followed the last, where we met at our agreed supervision base – the Tanyard Youth Project. I noticed that the Centre was much busier than the previous session. For Woods (2001, p. 255), confidentiality is one of the main foundations of supervision, where trusting your supervisor comes from discussions being held in private during the sessions and after. It was therefore important for me to recognise that the session would need to be moved elsewhere for KP to freely engage with me and discuss her work. I asked KP if she would like to go for a walk around the local millpond during the session, to which she agreed. This can be related to the function of supervision myself and KP agreed upon being mostly educational and supportive. We wanted to focus on the learning KP achieved as well as recognise the affective side supervision could offer her (Kadushin, 1992). In contrast to this, administrative-led supervision – where a manager and employee are both present –  focuses on the bureaucratic, managerial aspects of the work, and as such venturing outside the organisation would not be expected due to the formal nature of the sessions. As this was not a concern for myself and KP, having the session in a different environment did not impact supervision. The main focus in this session involved KP feeling stressed and undervalued because of her working environment being short-staffed and over-stretched. It is known that the demands of youth work can induce stress for workers (White et al., 2020), and as such it was my role as supervisor to provide advice to KP on how to minimise this. As White et al. (Ibid, p. 60) found, supervision can play a key role in reducing such stress. Therefore, following the supportive function of supervision, I advised KP to begin setting boundaries, such as not responding to emails past a certain time, and encouraged her to gain more support from her manager. 
Feelings 
Whilst discussing this issue with KP, I did feel overwhelmed, as this was my first time supporting and guiding another youth worker in this capacity. In recent years, expenditure on youth services has decreased by £19m since 2010/11 (YMCA, 2020, p. 10), which has been felt by all sectors, but particularly the voluntary sector, due to their increased dependency on funding streams and grants. This means that youth workers such as KP are facing huge pressures to uphold standards in their practice with less resources to work with. This left me feeling concerned for KP’s welfare. However, because of my lack of confidence with undertaking a supervisory role, I felt overcome in how I could support KP moving forward. To ensure the best advice was given, I reminded myself of the function of supervision to which we had agreed upon – supportive and educative. The pressure for me to undertake a managerial role was not a priority, and therefore I focused on supporting KP as a fellow youth worker who understands the pressures of the work. Woods (2001, p. 257) found that having a supervisor with similar backgrounds and experiences can help the supervisee feel understood with their own practice, which made me feel more comfortable providing advice to KP from this perspective. However, if my concern for KP grew and her work was still causing her stress, it was my responsibility as supervisor to take this further and gain my own advice in how KP should be supported, such as discussing this with our university lecturer. Overall, I feel that the supportive function of supervision was achieved here, as a space was offered to KP to expel the pressures of her work, and through the advice provided, lead on to her feeling more supported and effective in her practice (Kadushin, 1992).
Analysis 
As previously discussed, a negative that can be identified is the feeling of being overwhelmed by situations that are new to me as a trainee supervisor. An experienced supervisor who holds a managerial role could have the experience and resources to make a quick difference for KP within her work organisation, whereas in comparison to my position, I do not. Meng and Krauss (2021) note that one of the five main objectives of supervision is to reduce stress and help the supervisee feel accomplished in their practice. Yet, due to being new to supervision, fears of being overwhelmed and not skilled in effectively supporting KP obstructed me feeling able to do so at the beginning of the session. This is related to the intricate nature of youth work, where there may not always be an obvious solution to the problem for the supervisor to suggest (Woods, 2001, p. 249). However, after going back to the main function of why the supervisions were being held in a supportive rather than administrative manner, I felt able to provide advice to KP in how to approach her situation. As well as the supportive function, the educative function was also used. According to Harrison and Wise (2005, p. 58), the educative function of supervision includes ‘identifying and developing skills, knowledge and attitudes’ in connection to the work through critical reflection. Whilst reflecting on this situation with KP, I realised it is not just mostly the supervisee that gains learning from the supervisory process, but how also too the supervisor can reflect on their own practice. My own skill in combatting youth worker stress can progress through discussions such as the one had with KP, and hopefully lead to me being an effective supervisor in the future. Therefore, I feel more confident moving forward in providing a different outlook or advice to fellow youth workers in a supervisory capacity, which in turn will allow them to feel more empowered and confident in their practice (Kadushin, 1992).
Evaluation
This session went well in the sense that KP was supported in dealing with a specific situation at her workplace, and my professional development was enhanced as a supervisor by providing advice through this process. This session also identified which supervision functions would be most effective – the supportive and educative functions (Ibid) – rather than the administrative function of supervision. This fostered focus in the sessions and gave clarity to what my responsibilities were as a supervisor to KP, and how I could respond in conjunction to the functions applied. By being critical on how one uses supervision and why also bridges the gap between theory and practice for both the supervisor and supervisee (Herman, 2012, p. 126). By being reflective on the different functions one can undertake through supervision, this allowed myself as supervisor to approach the sessions through an empathetic, understanding and guiding lens. I felt less pressured to embody the managerial, administrative function of supervision – which arguably could be an expected way for me to approach the sessions – and instead tapped into KP’s needs as a supervisee. However, it was not my role through the supportive function to instruct KP in how to approach the issue at hand. After reflecting on this session, I noticed there were areas I could have given KP more autonomy in how to respond to the situation at her work, rather than provide her advice first. As Christian and Kitto say, ‘…show that the questions that the worker has brought can be thought about…’ rather than instructed upon (1987, p. 7). By doing so, this expands my knowledge on the different functions of supervision used when supervising others, and how I can sufficiently respond to situations in a way that supports the supervisee whilst also making room for them to learn and reflect in their practice. 






Practice Log 3 
Description 
Supervision between myself and KP came to a close with this session. There are multiple reasons as to why supervision may end in youth work, such as the sessions not being effective for both supervisor or supervisor, for example. In our case, the supervisions came to a close through our obligations to the sessions ending, where we could then ‘move on’ after the process (Sapin, 2013, p. 222). During the session we re-capped how the supervisions had progressed, and both reflected on how we thought the sessions had supported one another professionally. The focus was highlighting what was learnt through supervision on both sides, and how moving forward this experience can be utilised to better our practices (Ibid, p. 237). Through our discussion, it was clear that for KP the main purpose of the sessions was for them to be used as a space to express her thoughts and experiences in her work at the Tanyard Youth Project. Prior to this, KP did not have another professional space to do so. In comparison to traditional management environments, it was felt that the space both myself and KP created stood on values of relatedness and support, which allowed us to focus on our learning as youth workers (Weidow, 2017). Without this foundation, the supportive and educative functions of supervision would not have been realised. The main goal of a supervisor within supervision is to ensure youth workers are better supported in order to support young people (Jenkinson, 2010). From our conclusions of the last session, I feel that as supervisor the purpose of these sessions had fulfilled this aim, as KP could now better support the young people of the Tanyard Youth Project by better understanding herself and her work. After this discussion, we ‘let go’ (Kadushin, 1992) of the sessions and brought the supervisory relationship to an end, with both agreeing to professionally reconnect in the future to update one another of each other’s professional and personal journeys.
Feelings 
Whilst thinking about how I felt prior to the supervision process starting to now ending, my professional confidence developed vastly. Going back to Tash (2000, p. 164), the professional experience nor status of the supervisor is the main focus, nevertheless this is something that worried me as the sessions began. However, as they progressed and the main functions of supervision developed, it became clear that what KP needed from the sessions was not another manager in a working situation. KP voiced early on in supervision that she did not want the same expectations that were had in her place of work, such as providing new material each session. As such, a supervisory relationship built upon autonomy, relatedness and confidentiality was established to assist KP’s professional development (Woods, 2001, p. 252). With this aim, my skill in supervising others grew and it became more clear what was expected of me. In other supervisory relationships with different youth workers, this may be different however, where one supervisee may prefer an administrative figure whilst discussing performance targets or organisational goals in their work, for instance (Delman and Klodnick, 2017). This is something I will learn and adapt to as I professionally develop by supervising others. After the last session had ended, I felt accomplished in my role as a supervisor in supporting KP with complex situations at her work and guiding her in how to approach them in a way that was not led, but encouraged. As Harrison and Wise (2005, p. 202) note, it was important for me to encourage KP to step back from the situation and take time to reflect in the sessions. This resulted in the supervision sessions allowing KP to gain a new perspective on her role as Youth Support Worker, recognise the dynamics of her work and develop a new consideration of what to do moving forward in her practice. 
Analysis 
Prior to undertaking this role and leading my own sessions, I was not familiar with the supervision process and did not understand the importance of such, particularly within a youth work context. This is a positive that has developed from the sessions, as I know recognise the significance of regular supervision sessions for youth workers, in order for them to talk through their issues at work, gain new insights and professionally develop (Jenkinson, 2010, p. 158). By talking through with KP the situations that occurred at her work, this allowed me to gain a new perspective into different sectors of youth work practice and how the voluntary sector operates. Running with even less resources, staff and funding in comparison to local authority youth work, voluntary sector youth workers are under unprecedented pressures, which was something that was identified during our sessions. By using reflective practice with KP in supervision, I was able to actively listen to her worries and offer thoughtful questions that invited KP to analyse her own practice and recognise areas of improvement in her work (Weidow, 2017, p. 34). A positive that arose from this is how KP feels more confident in asserting her boundaries at work, particularly recognising what is her responsibility and what is not. This was achieved by setting aside the managerial functions of supervision, and instead producing an environment which facilitated KP’s thoughts and actions (Knowles et al., 2005). Despite this, one barrier to the sessions was the little time we had to develop a strong supervisory relationship and deeply reflect on the situations discussed. Weidow (2017, p. 38) notes how youth workers are generally stretched for time, which means that finding the time to regularly schedule sessions and discuss situations thoroughly are rare. If this was something afforded to KP and me, I feel that the sessions would have been more thorough. Nevertheless, it was clear that the supervisions had been beneficial for both KP and myself, and something we would use as we develop into our careers. 
Evaluation
To conclude on the supervisory process and my part as supervisor, what stood out the most was how the qualities for best supporting young people – such as emotional and physical safety, ways to connect and reflecting on practice – are the same qualities for bettering adult youth workers (Weidow, 2017: 32). The support we are provided through supervision is essential in ensuring our practice is sufficient for those who are in need of it, where as supervisor it was my responsibility to create an environment for KP to reach ‘self-actualisation’, as Weidow says (Ibid) . In other words, I recognised KP’s strengths in her work and through our discussions encouraged her to concentrate on these when moving forward in her practice and when approaching complex situations. However, Jeffs and Smith (2010) argue that supervision has not been well executed in youth work, due to the little understanding of the process and in some cases, misunderstanding of what it involves. This means that there are varying ways in how supervision is carried out in youth work, which could translate into some workers having effective and regular sessions, and others not. The approach of undertaking the supervision sessions through a peer-led, supportive way therefore allowed me to recognise the value of KP as a youth worker, support her in dealing with work issues and provide feedback and encouragement. Any other approach, such as a managerial focus, would not have fostered productivity and innovation in a way that best suited KP, as this function is one characterised by control and direction. Myself as supervisor, deriving from an outside source, invited a different perspective and appreciation to KP and her practice, which may not have been available in a managerial context. Thus, whilst reflecting on my role as supervisor, by combining my experience as a youth worker, critical reflection and the supportive function of supervision, I feel that the sessions with KP have strengthened her practice as a youth worker.
Conclusion 
Through these practice logs, the act of reflection and critical enquiry allowed myself as supervisor and KP as supervisee to develop our knowledge on youth work in a novel way (Herman, 2012, p. 119). This knowledge was co-created through the supervisory relationship, where we combined both our viewpoints together to invite a new perspective, advice and appreciation for how youth work supervision should be done. Doing so through this way challenged traditional assumptions on supervision and allowed me as supervisor to explore KP’s youth work experiences  in a niche way (Ibid, p. 120). It was interesting to reflect back on the stages of the sessions, which Schon (1982, p. 49) refers to as ‘reflection-on-action’, where an understanding was reached of how supervision is an essential part of youth work, and vital to the support of young people. During this reflection, I also realised that my role as supervisor was part of the broader role of being an ‘informal educator’ in youth work, which is where one uses their abilities and skills to develop relationships and understanding with others, rather than follow a specific curriculum (Woods, 2001, p. 249). By doing so I have learnt how to effectively supervise someone in a supportive capacity, and why a peer-led approach to supervision is just as, if not more so, useful to youth workers’ professional development. As the National Occupational Standards reflect, supporting individuals’ learning and development and providing leadership to other youth workers are two standards in which youth workers should strive for, and to which I have fulfilled through undertaking the role of supervisor to KP (LLUK, 2008, p. 6). The key purpose of youth work is on curating support for young people for them to develop and reach their full potential socially, educationally and personally by developing their sense of self and place in society (Ibid). Overall, what has been shown through these reflective logs is that the same can be applied to youth workers in both supervisory and supervisee roles through the function of supervision. 
Appendices 
Appendix 1 
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Please note that sections have been anonymised to protect KP’s identity and personal information. 
 








Critical Review 
Introduction
It is important to critically review how management and leadership in youth work can be used effectively in light of the increasing challenges it is currently facing. In the youth service, the boundaries between ‘management’ and ‘leadership’ are obscured, as the nature of youth work means many are left to their own devices through lone working, individual projects and their own caseloads (Tyler, 2010). However, it is important to have a distinction between management and leadership to understand how the youth sector is responding to changing financial challenges, particularly the cost of living crisis and government funding cuts (NYA, 2021). Management is the ‘…overall shaping of relationships, understandings and processes within a work organisation to bring about the completion of the tasks undertaken…’ (Coulshed and Mullender, 2006, p. 167). The difference between management and leadership is that leadership offers strategic guidance, or what the organisation is ‘for’, whereas management is the organisation of a set of activities, or what the organisation ‘does’ (Tyler, 2010, p. 5). This critical review will reflect upon leadership and management theories applied to youth work, and consider how applicable they are in practice when determining what is ‘good’ youth work management and leadership. This will be achieved by critically contrasting my placement organisation, the Pembrokeshire Youth Justice Service, and a voluntary sector youth centre, the Tanyard Youth Project, to demonstrate the different approaches the youth service can have in relation to management and leadership. This review will consider how management and leadership approaches may be shifting in response to the financial challenges that youth services are facing, and how we can better equip ourselves as youth workers to strengthen the sector and support the most vulnerable young people to these challenges. 
Theories of Management and Leadership 
To understand how different sectors of youth work management and leadership operates, we first need to understand how they are approached and why. There are four conceptual perspectives of management: scientific theory; humanistic theory; systems theory and contingency theory (Harrison and Ord, 2012, p. 30). Within scientific theory, management is rationalised and focused upon the productivity and efficiency of an organisation (Cole, 2004). ‘Taylorism’, which is a specific way of working that breaks down tasks into segments to maximise outputs, can be identified in youth work management. For instance, youth workers are increasingly asked to record their working days, as well as have a ratio of workers to young people and an emphasis on following organisation guidance. Although there is a need for consistency in certain youth work settings, particularly the statutory sector –  which includes youth justice –  if managerialist approaches to management are used too heavily, the sole focus on the task overlooks those enacting such tasks and the settings in which they do so (Harrison and Ord, 2012). Humanistic theory is a direct contrast to scientific theories of management, and arguably more applicable to youth work contexts. This theory can be connected to Maslow’s hierarchy of needs (1954), where youth workers can be motivated by the relationships created at work and by having their needs met. Here, you are concerned with the ‘…social and belonging needs, as opposed to the needs of the task’ (Cole, 2004, p. 35). Within this approach managers need to recognise what pushes their staff to carry out good youth work and understand the value that underpins their work (Jeffs and Smith, 2005). Nevertheless, the motives of one worker may be very different to another, meaning that management processes are subject to constant change under this approach. 
This is where systems theory can be introduced, as it is both a combination of scientific and humanistic theory. By combining the two, we have what Hannagan (2008) coins as ‘team management’, which aims to balance out the positives and negatives of both. Systems theory allows managers to see management not just in relation to the people nor the task, but the structure, environment, outside influences and technology it reacts with (Mullins, 2007). This approach has been applied specifically towards business organisations, however. As such, Ord (2004) argues that the model of systems theory is not conducive to educational organisations, such as that of youth work. The fourth management theory is contingency theory, which disagrees with scientific understandings of management, but also rejects the humanist denial of the importance of structure. It builds upon systems theory by recognising the distinction between each organisation, where the success of such is determined by a range of situational variables. Using McKinsey’s 7s model we can identify such variables: strategy; systems; style; staff; skills; and shared goals (Mullins, 2007, p. 41). Through a rejection of generalisability around management, systems theory looks for what best applies to a specific organisation. When applied to youth work management, this theory asks managers to acknowledge the uniqueness of their work organisations and the distinctions between youth work and other public services (Harrison and Ord, 2012, p. 35). Having a clear understanding of the different approaches to youth work management, and how some parts of the sector may approach such, is therefore significant when considering the current state of practice. This can be illustrated by two of the five ‘first level functions’ identified as ‘key purposes of youth work’ being about management (LLUK, 2008, p. 5). These four approaches will be considered in line with how management and leadership has changed behind a backdrop of growing financial challenges to the sector, namely the cost of living crisis. 
Distinctions in Management Approaches Across the Youth Sector 
As there are different theories of management, there are also different ways management is practiced in youth work. This is where the link between theory and practice meet; through an appreciation of how different parts of the youth sector function and why. Whilst supervising another from the voluntary sector of youth work, it was clear that there were distinct differences – yet some similarities – in how the voluntary and statutory sectors approach management and leadership processes. There are two facets to the youth service in Wales: the statutory sector, which is under the control of the local authority and mostly consists of targeted teams that focus on groups of young people with specific needs, such as youth justice or homelessness teams; and the voluntary sector, which is the largest of the two and mostly funded externally from the government, where much of its work emphasises young people’s voluntary engagement with them through an informal, educative approach (Welsh Government, 2014). For example, the Pembrokeshire Youth Justice Service is part of the local authority and focuses on targeted provision to young offenders, whereas the Tanyard Youth Project can be located in the voluntary sector on an open-access approach to all young people. Whilst undertaking supervision with a youth worker who came from the voluntary sector, differences in how they were managed in comparison to myself were noted. How the Tanyard Youth Project functioned as a team, as well as the environment they fostered, felt more collaborative and relaxed in comparison to the operations of the Pembrokeshire Youth Justice Service. This reflects Harrison and Ord (2012, p. 31), who found that the most common managerialist practice in youth work is workers being encouraged to follow organisation policies and guidance. 
For instance, the Home Office (1998) sets out six objectives in which all youth justice teams should adhere to in their practice, which include responsibilities such as confronting young offenders with the consequences of their offending and tackling delays in the criminal justice system, for example. Such objectives mirror scientific theories around management, particularly in relation to minimising lags in outputs from their organisation. In comparison, the Tanyard Youth Project follows values set by the Youth Work in Wales: Principles and Purposes document (CWVYS, 2022), which put forward key principles in which youth workers in Wales should follow, namely the five pillars of youth work: empowering; educative; participative; inclusive; and expressive. Here, a more humanistic approach to management can be identified as it focuses more on the needs of the young people in youth work. This can be related back to Maslow (1954), and how manages need to meet the needs of their staff for them to effectively practice youth work. Furthermore, the ways organisations and their managers function in relation to policy creates two different cultures in both sectors. A ‘culture’ is the ‘…informal aspects of the organisation, the daily practice which reflects the organisation’s otherwise largely invisible values or ethos’ (Tyler, 2010, p. 31). There are four types of cultures in youth work organisations: power; role; task; and person cultures, which can be linked to the management theories discussed earlier. When comparing the two cultures found within the Pembrokeshire Youth Justice Service and the Tanyard Youth Project, it was clear that the ‘task culture’ was identified in the Youth Justice Service (Handy, 1999). This focuses on achieving the tasks set out by the organisation through ‘getting things done’, which also aligns with Taylorism in the scientific theory of management. The ‘person culture’ was found within the Tanyard, which suggests that the organisations only exists through the people who work there having a mutual benefit, reflecting the humanistic perspective of management and leadership. 
It is also vital for managers to recognise the culture in which their organisation has and model their leadership in response to such. This suggestion is supported by Millar’s (2010, p. 140) research on youth work managers, where she found that leadership was a contested subject in youth work environments. In the 1970s, youth workers were commonly referred to as ‘youth leaders’, and were expected to lead their work on their own initiative. However, since then there has been more of an emphasis placed on collective work and decision-making, leaving youth workers feeling confused with ‘leadership’ status at all levels of youth work, which has caused issues for those in management roles. This issue was found in the Tanyard Youth Project whilst supervising a member of staff there, where although there are those in management roles carrying out management duties, such as creating funding bids and managing resources, a sense of leadership and direction was less obvious. Similarly, due to the nature of youth justice work, many of the staff at the Pembrokeshire Youth Justice Service work alone and are in charge of their own caseload, resulting in leadership from managers being diffused (Tyler, 2010). In the Tanyard Youth Project, a direct result of their limited resources and stretched staff means that many undertake leadership responsibilities that do not reflect their pay grade or they do not have enough experience for (Ibid, p. 9). This connects to an assumption held by some in youth work management, where because of the importance placed on empowering young people, managers feel they must behave as if they are equal to their colleagues. However, we must not forget the need of responsibility and power within management roles, which have been lost particularly in the Tanyard Youth Project. Having a clear understanding of who manages and leads in your organisation is imperative to ensure that its youth work functions clearly and effectively. 
Impact of the Current Financial Climate on Youth Work Management 
Approaches to management and leadership are not just influenced by the varying perspectives of such, but also the rapid changes in policy and society that are impacting youth work. Youth services have been cut back by 73% since 2010, leaving 4,500 youth workers redundant or leaving their jobs with less than 300 qualified youth workers per year to replace them (NYA, 2021, p. 3). Since 1997, when the Labour government developed policies that centred on young people and youth work – like the Aiming High for Young People guidance (HM Treasury, 2007) – youth workers have been increasingly anticipated to meet targets similar to other public services, such as the social services. However, funding cuts and shifts in policy towards more scientific approaches have compromised meeting the needs of young, making it imperative for managers to effectively manage funding, projects and their staff. What we have observed as a consequence is the youth service moving towards more focused, targeted work with young people, which is leaving its original values of being open-access and non-stigmatising behind. Youth work has increased its accountability as a public service through this process, as well as its visibility to the public, but has also endangered the creativity and flexibility of its work. This could arguably be a direct result of financial pressures on the youth service (National Assembly for Wales, 2016). For instance, Pembrokeshire has seen an influx in multiple targeted provision teams, such as Not in Education, Employment or Training teams (NEET), youth justice and youth outreach teams, and a reduction in its open-access of voluntary youth clubs, for example. As a result of this, it is essential that managers, particularly those within the voluntary sector, are more confident in their own practice being led through a leadership, humanistic lens. 
Yet some management and leadership responsibilities are falling short, as a consequence of youth workers being stretched for time and resources. One area of management and leadership that was identified whilst comparing the Pembrokeshire Youth Justice Service and the Tanyard Youth Project was supervision. Millar (2010, p. 143) argues that a key task for youth work managers is sufficiently managing their staff and resources, as most funding centres on the individuals in an organisation. Youth workers tend to carry out most of their practice away from managers, and although this is not necessarily a negative, they run the risk of feeling isolated or disengaged from their network of colleagues. Supervision is therefore used to bridge this gap, by managers meeting with their workers to foster a positive working environment (Ibid). Nevertheless, this is something that is lacking in the Pembrokeshire Youth Justice Service and the Tanyard Youth Project. In my case as a volunteer with the Youth Justice Service, I have had one supervision since enrolling onto this position over a year ago. In the case of the youth worker I supervised at the Tanyard, they too had little supervision with their manager. This is not a direct criticism of those youth worker managers, however, as it is likely that they too are feeling the squeeze of the current financial climate (NYA, 2021). It is also probable that organisations have had to distant themselves away from humanistic approaches of youth work management towards more bureaucratic approaches to appease youth work cuts. For example, the Pembrokeshire Youth Justice Service Supervision Policy echoes scientific approaches to management, by emphasising how issues can be explored ‘systematically’ and done so in a ‘formal’ manner (Pembrokeshire County Council, 2023, p. 2). Such policy approaches could aggravate, rather than lessen, the burdens youth workers are currently facing in feeling disconnected from their organisations, which could have a negative effect on their youth work practice. 
The youth sector having a strong management and leadership approach is not only beneficial for those working in the sector, but also the young people in which they support, particularly as they and their families face a growing cost of living crisis. More than one in four young people in the UK live in poverty, meaning they are either living in an unheated home, having little meals or not having everyday essential items, such as toiletries. (Barnardo’s, 2022, p. 4). For those who support children and young people, over half have given young people clothing or signposted them to somewhere that does, and for all workers, the cost of food was the biggest concern on behalf of their young people experiencing poverty (Ibid, p. 5). These figures illustrate the serious financial issues young people are currently facing, and how youth workers are facing immense pressure to support young people in ways like never before. Alongside government funding cuts and the varying approaches to young work management, the cost of living crisis is having a negative effect on the youth service. UK Youth (2023) found that many youth workers are moving out the sector for higher paying jobs, at a time where two thirds of youth organisations are seeing a 67% increase in demand for support by young people (Ibid). It is therefore unsurprising to suggest that such financial challenges are re-shaping how youth work management and leadership are achieved, where many organisations are having no choice but to approach this through a cost-effective and output driven way, leaving behind the core values of youth work being universal and flexible as a result. This leaves in the youth service in a precarious position, where as with many other public services of the time, both the statutory sector and the voluntary sector are having to reshape their entire ethos, target audience and management and leadership processes. Therefore, through a decrease in government funding, depletion of youth workers and the growing cost of living crisis, the future of the youth service looks bleak.  
Conclusion 
Nevertheless, this discussion on youth work management and leadership induces questions of how the youth service can be supported to combat increasing financial pressures. Crucially, the government needs to take action in supporting the youth service, by prioritising young people when making policy decisions surrounding the cost of living crisis. There also needs to be more funding for the voluntary sector in particular, as this part of the service has been impacted the most in terms of finances, staff and resources (UK Youth, 2022). Rather than each public service approaching the cost of living crisis alone, it is now more than ever that a cross-sector approach is used to combat growing financial pressures. Multi-agency responses to community need are more efficient in addressing and supporting those vulnerable or living with poverty (WCPP, 2022, p. 34). This would relieve the stress the youth service is experiencing in responding to the growing need of young people. By focusing on strengthening youth work practice through collaboration with other services, managers would also feel less pressured to undertake a scientific approach to youth work management. The hope would be that youth work management and leadership returns to its primary function of support, being focused on the professional development of staff and having a positive attitude to young people, rather than being systematised, bureaucratised and seeing young people as service users instead of the next generation. As Millar says, ‘Youth work operates at the informal, less structured end of the spectrum of work with young people, and it needs managers who recognise and build on its strengths rather than constrain it within an administrative straitjacket’ (2010, p. 145). Therefore, this review concludes that if youth work managers and leaders promote a practice that emphasises the enjoyment, education and informality of youth work, this is a start against the growing financial and societal pressures of today.
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