Reflections
1 – 9/10/20
Rachael and I met at the supervisees house for the first time and we discussed creating a supervision contract. We needed to come up with a supervision contract to draw a boundary from being friends to being professionals. We discussed that we were to meet once a week for around an hour and that if a cancellation is needed, we should give each other plenty of notice. We also discussed boundaries and the need to stay professional during these sessions. This involved confidentiality and the importance of not gossiping to others about what has been said. We agreed that the supervisee would have agendas set and would bring along any reflections or work that they want to go over. The supervision session should be run by the supervisee. We aim to make both of us feel comfortable in the session and that it is successful. Therefore, we agreed that organisation was key prior our sessions. We also agreed that we would like to ensure that are sessions provided the Kadushin’s (1992) three functions of supervision where possible.
The reason we decided that a supervision contract was needed was allow us to feel confident that our professional boundaries are maintained throughout. This is important as me and Rachael are close friends are do not want to mix up the two relationships. I felt the need to discuss where the supervision should happen because a safe environment is needed. Supervisee would like the supervision to take place at her house and as a supervisor I felt this is needed to ensure Rachael is comfortable. After creating the contract, I feel that this, as a supervisor, is the right way to establish that boundary. As a supervisor I feel confident that all house roles have been made and that my sessions will be run efficiently. I also feel it is important that Rachael feels as though she can discuss what she needs and that we have establish a layer of respect for each other. 
I believe that there were no bad points to this session, and I believe that I did what was needed in the first supervision session with my supervisee. During this session myself and Rachael worked together to come to a mutual agreement to find a way of working where both of us felt comfortable. As a supervisor I wanted the supervisee to be in control and therefore when making this agreement we outlined that Rachael was to run the session. According to Ingram and Harries (2001) supervision is essential when being a youth worker because of the nature of our work. According to Sapin (2009) supervision that is well planned, organised, and structured will ensure that the supervision is effective to all involved. Therefore, I ensured a contract was done to allow the sessions to be successful and to ensure Rachael gets everything she needs out of the sessions. 
Overall, I believe this was successful sessions and I think there is nothing I would have done differently as a supervisor in this session. I established a professional connection with Rachael as youth workers. The only thing I would have maybe done differently is to have discussed if maybe a more mutual environment besides Rachaels house would be suitable for both of us.
2 – 13/10/20
We met at Rachael’s chosen destination where we discussed an agenda for the session including bringing along one of her reflections from her practice. I sat back in this session and allowed Rachael to take the floor as this was something, we discussed in our supervision contract. Rachael set one agenda for this session, but we were able to branch out from this one agenda. Rachael wanted to go through one of her reflections that she found hard to write. The first thing I did as a supervisor was to reassure Rachael that anything within the reflection was not going to be passed on and that confidentiality will remain. My role as a supervisor would be to ensure that Rachael is able to gain everything she needs from the session and having her feel comfortable is a big aspect of allowing Rachael to do this. 
I felt this session was rewarded as I was able to support Rachael and help her with issues she seemed to be dealing with. According to Sapin (2009) it is important to ensure the environment is appropriate to allow the supervisor to support and challenge the supervisees ideas. I felt happy knowing Rachael was comfortable discussing how she felt. I also felt that the supervision was successful.
When reflecting on this supervision as a supervisor I was happy with my professionalism as a supervisor. I believe the reason it was successful was because of the contract set. manage to maintain boundaries, allow the supervisee to talk freely, feel comfortable and was able to support and educate Rachael. Just allowing Rachael to take the floor and providing active listening allowed me to reflect and respond appropriately. This allowed me to gain knowledge on my own strengths and weaknesses as well as acknowledging the supervisees. The only bad point I could make is that only one agenda was set so we therefore did not have much to discuss other that the reflection. However, as a supervisor I manage to branch onto different subjects relating to the reflection.
I believe that the reason this supervision session was successful is because I familiarised myself with Kadushin’s (1992) three different functions of supervision and tried to enforce these in the session. The reflection Rachael brought involve a young person who had recently been kicked out and made Rachael feel very empathetic towards the young person. I supported Rachael and administrated her thoughts by discussing safeguarding policies and reassuring her that she did the right thing. I also touched on educating Rachael on the Youth Work Strategies and on the values of partnerships with how being resourceful is important when working with young people (WAG,2007).
To conclude on what I should and could have done differently in the session, I would have asked Rachael on feedback. Maybe to invent a feedback form to know how Rachael felt about the supervision and if there is anything I could have done better. Supervision is like youth work; it should be a partnership where we empower each other. Due to supervision being such a needed session a feedback form will allow myself as a supervisor to know how I can benefits Rachael’s professional development.
3 – 20/10/20
Rachael came to supervision with full agenda but her main concern was discussing a safeguarding issue brought up during her placement. This supervision session lasted an hour and was a successful session for me and supervisee. Rachael began the session by reading out what her agendas were and what she wanted to gain from this supervision. On Rachaels agenda was a reflective piece around safeguarding, ethical boundaries, and access to training. Together we read through the reflection, we discussed it and I tried to give pointers on what can be added. Rachael then went onto the next agenda regarding boundaries with young people. Lastly, we discussed training opportunities because Rachael was worried that she needs to know more to benefit the young people and to grow as a youth worker. At the end of the session I gave Rachael a chance to say how she feels now and if there is anything, she was still uncertain about.
I felt a lot more confident in this supervision session as I felt although I was more effective to Rachael. As Rachael had set more than one agenda this session it allowed me to be able to provide more support. I feel because there was more of an agenda it allowed me to touch on theory and challenge Rachaels ethical beliefs. This supervision session has allowed me to feel more effective as a supervisor and that I am also impacting positively on Rachaels development. Overall, I feel happy with this session.
I believe there is no bad points about this supervision. I believe my role as a supervisor was met. I was able to support, educate and administrate Rachael and follow Kadushins three functions (1992). The main reason that I believe this session was overly successful was because at the end of this supervision I asked the supervisee how she felt and if she was happy. I got a very positive response and she stated that I was very beneficial. 
Supervision and youth work are similar in the way that a safe environment needs to be established for the person to feel comfortable to talk openly (WG, 2019). I believe that because a safe environment had been established Rachael was able to set more than one agenda and was able to talk openly. According to (LSIS. 2002) professional boundaries are important when working with others to provide the individual support and advice. This boundary has been established and it makes my role as a supervisor a lot easier to handle. Boundaries are needed in supervision to allow the session to be successful. 
As a supervisor there is always things I could learn for the next session. I am always learning and for me the one thing I could do better is to process everything slowly and be more precise when replying. I struggle with saying things exactly how I want to and therefore next time I should focus on trying to improve this. One other thing I noticed this session is the lack of eye contact I gave. Giving eye contact is a way of actively listening and this helps supervisees feel as though all concentration is on them (Schuck, Wood, 2011). These are the two points I would like to work on in my next session with Rachael. 
4 – 27/10/20
Rachael brought a very positive supervision agenda this week which allowed a lot of positive reflecting. Rachael had come to me with a reflection which was overall very positive and showed great youth work practice. We also discussed ways of enforcing the five pillars of youth work and the importance of doing so. Rachael understands the five pillars of youth work but liked to discuss the types of activities that she could do which would involve all young people as the age of the attenders at her placement varies. As supervisor this was a really rewarding session and allowed a more of a positive reflection. Supervision should not have to always be focussed on the negative it is essential that the positive successes are reflected on too. 
This supervision made me feel more on my element. As one of my values of as a youth worker is that it is important to celebrate successes and this would also empower the individual (WAG, 2007).  Therefore, I felt very comfortable in this position as I am more familiar to this role. It also made me feel very proud that Rachael had a really enjoyable and successful session in her placement and also overall proud that a safe environment was created to allow Rachael to be able to celebrate and share her successes with me. I felt as though I was able to practice my role as a supervisor when being more positive as this supervision session was based on a positive reflection.
For myself as a supervisor this was on whole a good session. I was able to practice my youth work values as well as successfully supervisor Rachael. I felt that my role as a supervisor throughout this session was slightly different compared to the other supervision sessions that I have had with Rachael. The majority of sessions Rachael had brought a more negative reflection and it was a nice refresher for me to be able to reflect on a happier reflection. 
A role of a supervisor is very similar to the role as a youth worker. The code of occupational ethics for youth work also covers the role of a supervisor and indicates how similar the roles are. One role being to foster good interpersonal relationships with all those involved with the service (WG, 2012, p,6). This is the same when supervising someone, you must adopt good relationships between supervisor and supervisee for supervision to work. Therefore, I believe that my youth work values are allowing me to progress into a good supervisor. 
A big part of reflecting is reviewing what could and should be done next time.  I believe that I do not know everything and that I am still learning. However, I feel like as a supervisor I am progressing and growing into a very effective supervisor. Therefore, because I am trying my best to support Rachael in all supervision sessions to my best ability, I think that I should continue to do all I can and I will continue to progress as a supervisor.
5 – 30/10/20	
During this supervision session Rachael brought along a reflective journal as well as points and queries about her placement for level 5. The reflection that was brought along was very easy to relate to because it was regarding the global pandemic and the restrictions it has put on university life. Rachael wanted to go through this reflection and to touch on her referencing as she was worried, she may have been doing them wrong. We went through the reflection thoroughly and discussed areas. I then referred to the Harvard referencing handbook to go through the correct ways to reference. Rachaels referencing was correct but could see she was getting a little confused when referencing websites. Therefore, we practiced doing these before feedbacking at the end of supervision.
As a supervisor I am glad that the last supervision session with Rachael was seen to be benefitted and will help her with her later studies. I feel a lot confident as a supervisor and I have noticed that the essential skills for supervision outlined in Sapin are the skills that I am now applying as a supervisor without realising (Sapin, 2013).  I feel like during this session I was able to really use my resources to benefit Rachaels professional growth. I felt that I am becoming and been respected more on a more professional element. 
A good point about how I responded as a supervisor during this session was that I was able to use my resources as well as being able to engage with Rachael by using m own experiences as well. I was able to engage better and challenge Rachaels ideas because I was able to relate to what she was saying which was helpful. I do not feel that there were any bad points to my practice as a supervisor during this session. 
According to Hawkins, Shohet, Ryde and Wilmot (2012) the supervisor using their own experiences is a way of helping the supervisor to develop further. Therefore, me linking to my own experiences allowed this supervision session to be more effective and allowed it to flow easier. I am also very use to having to link and use my resources when working as a youth worker. Within the Youth Work in Wales Principles and Purposes (CWVYS, 2018) one of the purposes is to encourage young people to make the most out of resources and this is something youth workers also do to provide young people with all relevant information. 
As far as my supervision’s sessions have gone, I feel like this was the most beneficial session for Rachael. I allowed the session to be educative, supportive, and administrative. As a supervisor I provide a feedback form for Rachael to fill out after every session to see how she felt after the session and this session was seen to be most effective. For future sessions where I am supervising an individual I would continue to try and meet the three functions of supervision outlined by Kadushin (1992).
6: Overall
I completed 5 supervision sessions with one of my classmates where I acted as the supervisor and she acted as the supervisee. During these sessions I was responsible for supporting Rachael and provide Rachael with the necessary advice to allow her to progress within her profession. Rachael would set an agenda and would have an idea of what to discuss before very supervision sessions so that no time was wasted. I would then use my youth work values and skills as well as the skills I develop as part of being a supervisor throughout the session to support Rachael. 
When reflecting on my performance as a supervisor all together I am surprised and proud of my progression. I feel as though I have grown as a professional as well as being able to help Rachaels professional development. I feel as though the reason these sessions remained success was because a supervision contract was drawn up on the first session which both myself and the supervisee stuck to. This contract allowed the professional boundary to be established which was important as myself and Rachael are close friends outside of this module. 
One reason I believe I was able to maintain my professional role as a supervisor would be down to the further reading, I have done throughout the module. According to 	Munson (2002) some supervisors are bale to remail calm, supportive, and helpful throughout supervision and this is something I believe I managed to do. I also tried to ensure that the sessions I provided Rachael followed the three functions of supervision. Another good point would be that my youth work values underpinned in the National Occupational Standards (LSIS 2002) were followed throughout my sessions. 
As the sessions progressed, I was able to be more effective to Rachael as a supervisor. My skills and values developed, and I was progression into a better supervisor. Ingram (2001) states the importance of supervision for professionals such as youth work because of what the job entails, and I have also been able to see the importance of supervision as the sessions went on. I have also been able to see how similar youth work is to supervision and how their values overlap with each other. 
One thing I would do next time would be to continue my further reading to allow me to have more knowledge as well as having more resources to support those I work with. I would also try to ensure that I can meet as many of the three functions of supervision outlined by Kadushin (1992). One thing I would do different would be to meet in a location that is not either one of the supervisors or supervisees homes to be able to establish a more mutual environment. This environment would need to be an environment that was comfortable to both of us, however during this session I would have felt more comfortable not being within the supervisees home. 
Critical Review:
According to Drucker (1955) the managers performance and quality of work is what determines if the organisation is going to be successful or not. Yuki (2002) states that leadership is the process of influencing others. Although leaders and managers are similar, a manager will usually have to focus mainly on the organising and budgeting side of the organisation. Management and leadership within youth services are slightly more complex due to the nature of the work. According to Ford, Hunter, Merton, and Waller (2005) youth service leaders and managers need to be effective within their roles to hit success however they also state that the constant pressures can make this difficult.
	Managers need to be quick on their feet and will need to be able to adapt to change, especially when working with young people.  Mangers are responsible for several areas from managing innovation to managing stakeholders. Managing success and change are just some areas a manager must focus on to ensure what they offer is effective. An article written by YMCA (2019) state that in the year 2017/18 youth services in England and Wales has had a 70% reduce in funding since 2010. Managers are constantly having to think on their feet and come up with ideas to provide young people with opportunities to help support their development despite the constant financial difficulty. Young people are entitled to support and opportunities that will enhance their future (WAG, 2002) and youth services are providing young people this the best they can. 
	There are different management and leadership styles that can be adapted to allow them to be effective. According to Hannagan (2002) a manager will make assumptions and judgments on the employees before the decide what style they use. This will link into to Hannagan’s x and y. Theory y is where manager adopt a direct and controlled style to management and believe that all employees work because they must. Whereas theory x is when the manager would work with their employees to come to a decision. The writer believes that youth service managers need to approach the theory x approach to management. Within the youth work strategy (2019) it states that staff should feel valued and should be supported, therefore adapting a theory x approach will allow staff to feel valued and part of a team. 
	One theory of leadership is the great man theory, this theory became popular in the 19th century. The great man theory was a theory formed by an all men’s group and they believed that leaders were born not made (Kumaran, 2012).  According to Tulsian (2009) some men would have just become leaders because they were inherited endowed to leaderships. This meant that they would not have needed to gain any leadership skills or traits they would just be given the role. Those that believe this theory would also believe that some leaders were chosen by god. Within youth work you gain and develop essential skills that can be applied to practice every day. Youth work is a profession where you will continuously learn new things including leadership and management skills. Youth work organisations offer staff opportunities to develop and grow as a professional (LSIS, 2002). The writer believes the great man theory is not a theory that can be deemed as reliable when comparing to a youth work organisation. Although, some individuals may have traits and qualities that allowed them to meet leaderships skills quicker, the writer believes that these skills can be developed and learnt. Within the youth work strategy (WAG, 2007) it states that youth work should offer young people opportunities to learn basic life skills and new skills. Therefore, if as a youth service they promote learning new skills and they believe it is possible the great man theory will not work within this type of organisation. 
There are several management theories that can be looked at and these have been developing for several years. The writer will focus on Vroom’s Expectancy Theory which was introduced in 1964. This is a more recent theory compared to the scientific theory and the human relations management theory. According to Adutule (2011) there are lots of different management theories, but these do not necessarily relate to each other and are all quite different, therefore organisations often adapt their own management theories depending on their circumstances. Vrooms 1964 expectancy theory indicates that there is a link between efforts and performance. According to UKEssays (2018) this theory states that the amount of motivation and dedication that a manager puts into their work will determine how success the outcome is. If a manager is committed in meeting their aims and objectives it is known that the more successful, they will be. Within youth work managers face scenarios every day and will have to adapt their approach often. The expectancy theory is a theory that can be linked into youth work management. Youth workers are often extremely passionate about what they do according to Nicholls (2012) therefore it takes hard work and dedication to ensure the needs of young people are met. The expectancy theory is theory that youth work managers are seen to adapt due to the nature of their work. Without motivation and dedication managers would find it difficult to keep on top of what needs to be done, especially with the increasing financial difficulties they face day to day. 
To conclude, it is seen that effective management and leadership needs to be adapting within youth work organisations due to the nature of the work. Although, there is several leadership and management theories not all managers are seen to work towards these. They often adapt their own leadership and management style to suit them. According to Chartered Management Institute (2015) a manager needs to find the best style of management and leadership that suits them to ensure that they are going to be effective in their role. However, these style may often have to change because not all young peoples circumstance are the same and one thing youth workers are expected to be able to do is to adapt depending on the need of the young people. A youth workers priority is that young person’s needs and ensuring they meet the aim of youth worked underpinned in the National Occupational Standard for Youth Work (LSIS, 2002).
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