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Grading
Inspectors use a seven-point scale to summarise their judgements about the quality of
learning sessions. The descriptors for the seven grades are:
•
•
•
•
•
•
•

grade 1 - excellent
grade 2 - very good
grade 3 - good
grade 4 - satisfactory
grade 5 - unsatisfactory
grade 6 - poor
grade 7 - very poor.

Inspectors use a five-point scale to summarise their judgements about the quality of
provision in occupational/curriculum areas and in New Deal options. The same scale is
used to describe the quality of leadership and management, which includes quality
assurance and equality of opportunity. The descriptors for the five grades are:
•
•
•
•
•

grade 1 - outstanding
grade 2 - good
grade 3 - satisfactory
grade 4 - unsatisfactory
grade 5 - very weak.

The two grading scales relate to each other as follows:
SEVEN-POINT SCALE
grade 1
grade 2

FIVE-POINT SCALE
grade 1

grade 3

grade 2

grade 4

grade 3

grade 5

grade 4

grade 6
grade 7

grade 5
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Adult Learning Inspectorate
The Adult Learning Inspectorate (ALI) was established under the provisions of the
Learning and Skills Act 2000 to bring the inspection of all aspects of adult learning and
work-based training within the remit of a single inspectorate. The ALI is responsible for
inspecting a wide range of government-funded learning, including:
•
•
•
•
•

work-based training for all people over 16
provision in further education colleges for people aged 19 and over
the University for Industry’s learndirect provision
adult and community learning
training given by the Employment Service under the New Deals.

Inspections are carried out in accordance with the Common Inspection Framework by
teams of full-time inspectors and part-time associate inspectors who have knowledge of,
and experience in, the work which they inspect. All providers are invited to nominate a
senior member of their staff to participate in the inspection as a team member.

Inadequate provision
A provider’s provision will normally be deemed to be less than adequate where
• one third or more of published grades for occupational/curriculum areas and New
Deal options are judged less than satisfactory, or
• leadership and management are judged to be less than satisfactory
The final decision as to whether the provision is inadequate rests with the Chief Inspector
of Adult Learning. The overall judgement as to whether the provision is adequate or
inadequate is included in the summary section of the inspection report.
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SUMMARY
The provider
Cheynes Training is a private organisation based in Edinburgh. It manages training
for modern apprentices who are employed in independent hairdressing salons
throughout England. It provides training for foundation and advanced modern
apprentices and national vocational qualification (NVQ) training. There are currently
304 learners, of whom 245 are foundation modern apprentices, 58 are advanced
modern apprentices and one is on NVQ training.

Overall judgement
The training in work-based learning and the leadership and management of Cheynes
Training are both unsatisfactory. There is an insufficient emphasis on key processes
within the organisation. The lack of key skills training and development has resulted
in no learners achieving the modern apprenticeship framework since 1998. The
additional NVQ programme units introduced have resulted in learners not
completing their qualifications within a realistic timescale. Quality assurance
processes are unsatisfactory. The organisation’s self-assessment report failed to
identify significant weaknesses in achievement rates. Equal opportunities is
satisfactory, however staff would benefit from further training in this area. The
quality of provision is not adequate to meet the reasonable needs of those receiving
it.
Leadership and management
Contributory grades:
Equality of opportunity
Quality assurance

4
3
4

GRADES
Hairdressing & beauty therapy
Contributory grades:
Work-based learning for young people

4
4

KEY STRENGTHS
• good standard of learners’ work
• responsive management
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KEY WEAKNESSES
•
•
•
•

poor provision of key skills training
inadequate initial assessment of learners
poor rates of achievement of the modern apprenticeship framework
inadequate provision of basic skills to assess learners’ needs and support
their progress
• insufficient training opportunities for assessors and trainers
.

OTHER IMPROVEMENTS NEEDED
• better use of management information systems
• more frequent feedback from employers and learners

2
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THE INSPECTION
1. A team of five inspectors spent a total of 25 days at Cheynes Training (CT) in October
2001. They interviewed 120 learners, conducted 14 interviews with CT’s staff, visited 28
employers and interviewed 37 workplace trainers. Inspectors observed and graded eight
learning and assessment sessions. They examined 32 portfolios of evidence, 50 individual
learning plans and 35 employer’s files. They viewed a range of documents, including CT’s
development plans, policies and procedures, promotional materials and awarding body
reports. Eight training sessions were observed, inspectors awarding six grade 2s, a grade
4 and a grade 6. Inspectors studied the most recent self-assessment report, produced in
March 2001.
Grades awarded to learning sessions
Hairdressing & beauty therapy
Total

Grade 1

Grade 2

Grade 3

Grade 4

Grade 5

Grade 6

Grade 7

Total

0
0

6
6

0
0

1
1

0
0

1
1

0
0

8
8
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THE PROVIDER AS A WHOLE
THE PROVIDER AND ITS CONTEXT
2. CT was established in 1989 to provide training for young people in England. There are
currently 304 learners on the modern apprenticeship programme. Two partners have
overall responsibility for CT. One partner is the owner of Cheynes (Management) Ltd, a
hairdressing group and is involved in the strategic management of the training
programme. The other partner has direct responsibility for the operational management
of training. CT is based in Edinburgh, from where it co-ordinates and manages the
training programmes. There are no regional offices in England. Funding is provided by
the National Contract Service (NCS) of the Learning and Skills Council (LSC). It employs
23 staff, two are full time and the remainder are part time. The training operates in
independent hairdressing salons throughout England. Each salon is independently
accredited as a training and assessment centre by the awarding body used to accredit
and certificate training. CT manages this process, providing a quality assurance process
and monitoring the standards of training, assessment and administration.

Work-based learning for young people
3. Learners in hairdressing work in well-equipped, good-quality environments which help
in their professional development. Within the structure of the foundation modern
apprenticeship training programme, learners are actively encouraged to undertake
additional optional units of the level 2 NVQ and three units from the level 3 NVQ in
addition to the nine mandatory units. The standard of practical work observed was
good. Seventy-five per cent of training sessions observed by inspectors were graded very
good. There is no initial assessment of basic or technical skills at induction, therefore
learners’ additional leaning needs are not being met.
4. The rate of achievement of the modern apprenticeship framework is very poor. No
advanced modern apprentices have completed their framework. Only 13 foundation
modern apprentices have completed their framework since 1998 (11 per cent of that
year’s intake). The introduction of key skills training has been very slow and in many
cases key skills are being taught and developed after the learner has achieved the
hairdressing qualification, instead of as an integral part of the NVQ training. Learners
make slow progress towards the achievement of their qualifications. Some learners are
taking over three years to achieve a level 2 NVQ in hairdressing. Towards the end of
their training, learners’ progress slows down. They often work as commercial stylists
before finishing the NVQ and are reluctant to take time out from work to complete
outstanding assessments.

4
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LEADERSHIP AND MANAGEMENT

Grade 4

5. CT was founded in 1989. It is run by two partners, the principal of the Cheynes
Hairdressing group and a programme director who is responsible for the operational
management of CT. The partners are jointly responsible for the strategic direction of
CT. The partnership works in close association with the Edinburgh-based Cheynes
hairdressing salons. CT operates throughout the United Kingdom and Ireland delivering
modern apprenticeship programmes and privately funded training courses. It employs
23 staff and is led by the programme director who also manages the administration,
development and quality assurance areas. He in turn is supported by an accounts
manager, a national training adviser and three administrators who are all employed on a
part-time basis. There are four principal training advisers, one full time and three part
time, who report to the national training adviser. They manage the regional training
advisers (RTAs). Twelve self-employed RTAs work with groups of salons, providing
internal verification and quality assurance for the salon-based modern apprenticeship
programmes. The organisation has an equal opportunities policy statement and
comprehensive quality assurance procedures that are reviewed on an annual basis. The
organisation produced its fourth self-assessment report in March 2001.

STRENGTHS
• responsive management
• good promotion of equal opportunities
• comprehensive quality assurance documentation

WEAKNESSES
• insufficient impact of quality assurance processes on achievement rates
• insufficient training opportunities for assessors and trainers
• inadequate provision of basic skills to assess learners’ needs and support
their progress
• poor rates of achievement of the modern apprenticeship framework

OTHER IMPROVEMENTS NEEDED
• more frequent feedback from employers and learners
• better use of management information systems
• further targeting of under-represented groups
6. As identified in the self-assessment report as a strength, the management style of CT is
to seek and respond to the views of employees, employers and learners. The staff and
employers are fully supportive of CT’s management. All training advisers and salons
participating in programmes managed by CT receive a comprehensive programme
manual. This contains a mission statement and explains the aims of the organisation for
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the coming year, including a statement of goals and planned achievement dates. RTAs
and employers provide input to these goals through conferences, employer meetings
and a detailed questionnaire completed every two years by employers, assessors,
trainers and learners. Some employers and learners are not aware of the value placed
on their opinions. More frequent questionnaires would emphasise this value and
improve performance. RTAs work to agreed performance targets for each salon for
which they are responsible. Equal opportunities data are collected, collated and
analysed on a national basis to contribute to the current learner profile at CT.
Administration staff provide an update of statistical information to prepare RTAs for their
salon visits. Learner data can be readily accessed and analysed. Continued
development and integration of these systems would increase their effectiveness.
7. Internal and external communications are good. CT’s self-assessment report
identified this as a strength. The programme director and national training adviser meet
regularly with principal and regional training advisers. Staff are encouraged to contribute
to the direction of the organisation. RTAs visit the salons they are responsible for every
12 weeks and compile progress reports about the delivery of training which are sent to
the head office in Edinburgh. There are two RTA conferences each year, during which
corporate goals and objectives are discussed. RTAs hold meetings once or twice each
year for salon owners, assessors and trainers. The programme director also visits salon
owners to discuss the progress of training. All meetings are recorded and action points
are identified. CT actively promotes its hairdressing modern apprenticeship programme.
The organisation has developed national links with high schools to promote the NVQ at
level 1 to year 11 pupils to introduce them to a career in hairdressing.
8. Senior management has concentrated on developing the programme and promoting
an enhanced NVQ. Emphasis has been placed on adding optional units to the NVQ at
level 2 that are then included as mandatory in CT’s programme. These additions include
level 2 units and three level 3 units. Most learners must achieve all these units before
they can be accredited with achieving their level 2 NVQ. Emphasis has also been
placed on systems to support and assure the quality of training while monitoring and
verifying the training delivery. These efforts, which have been largely successful in
creating a high profile, well-regarded training organisation, have diverted attention from
other equally important goals. For example, initial assessment, key skills assessment,
NVQ and framework achievement and the rate of learner progress have all been
neglected, which has contributed to a low rate of achievement.
9. The learner achievement rates for the foundation and advanced modern
apprenticeship frameworks are very poor. Significant delays in the introduction of key
skills training and assessment, particularly in information technology (IT), have
contributed to very poor achievement rates in both foundation and advanced modern
apprenticeship frameworks. No learners have completed their frameworks since the
introduction of key skills assessment requirements in September 1998. Some efforts
have been made to introduce key skills training, but this is not integrated with the NVQ
training. No training advisers, assessors or trainers hold qualifications in key skills
training. There has been insufficient internal or external verification in the areas of
6
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communication and the application of number and, until recently, no training in IT.

Equality of opportunity

Contributory grade

3

10. CT has a clear, easily understood equal opportunities policy which is shared with all
staff and employers. All salons receive a programme manual which contains detailed
policies and guidelines, including an anti-harassment policy and guidelines on
recruitment. There is a strong emphasis on equal opportunities right from the initial
contact with the salons. The promotion of equal opportunities is identified as a strength
in the self-assessment report and agreed by the inspectors. CT holds an introductory day
to present their training to new salons. The day includes CT’s expectations in relation to
equal opportunities. Salons must have their own equal opportunities policy and discuss
equal opportunities with learners at induction. Salons and learners receive a copy of a
comprehensive equal opportunities booklet. On their first visit, the RTAs check that
learners have a copy of the booklet and that they understand it. All learners also receive
further guidelines in the induction pack. Most learners interviewed were able to
confidently discuss their rights and responsibilities, what equal opportunities meant to
them and were aware of the appeals and complaints procedures.
11. Salon owners, trainers and assessors have very positive attitudes to equal
opportunities. All learners are treated as members of staff. Most salons have access for
people with restricted mobility. A few salons have members of staff with disabilities, who
provide good role models for the learners. The salon health and safety check is carried
out at least once a year and more frequently when areas are identified for improvement,
includes a detailed section on equal opportunities. Any issues identified are remedied
through the action plan. Many salons employ men, although the percentage of male
learners is currently slightly below the national average. CT requires all salons to collect
data about ethnic, gender and disabilities. It analyses the data on a national basis and
compares it with national training organisation statistics and national frameworks. It
would be more useful to collect data region by region so that the organisation can take
account of variations with minority ethnic group representation and identify issues in
particular areas of the country. CT has produced some good-quality non-stereotypical
publicity materials. There is also effective liaison with some schools where school pupils
are taking NVQs at level 1 as a way of introducing them to a career in hairdressing. This
good practice could be extended and used to target other under-represented groups.
However, further strategies need to be developed to encourage potential learners from
under-represented groups.
12. Equal opportunities is an agenda item at assessor and RTA conferences and meetings,
and staff are updated regularly by head office. However, more training in equal
opportunities issues and new legislation would be of benefit. They would also benefit
from having contacts with external agencies to which learners might be referred if they
are facing discrimination or other social or personal difficulties.
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Quality assurance

Contributory grade

4

13. Cheynes has a comprehensive range of policies and procedures to assure quality and
consistency in training. All salons have a copy of a programme manual, which is clear
and easy to read. It contains procedures and guidelines which cover all aspects of
training, so that trainers and assessors are aware of the standards required. Most salon
trainers and assessors make good use of the manual. There is also a quick check guide
which trainers and assessors find useful. RTAs monitor the quality of the training in the
salons during quarterly visits. Monitoring visits are well documented. The advisers
complete a checklist which monitors all aspects of training and is based on the quality
standards from the Training Standards Council’s ‘Raising the Standard’. Salons are graded
on the basis of the number of strengths and weaknesses identified. The RTAs also carry
out a comprehensive health and safety check which is graded in the same way. An action
plan is developed, based on these checks, which is monitored on the next quarterly visit.
Failure to rectify identified areas of weakness can lead to cancellation of the training
contract between CT and the salon. Those salons judged to be performing well are
checked annually, those with more problems are checked more frequently.
14. There are good systems to monitor the quality of training within salon placements.
Four principal training advisers monitor the work of RTAs through twice-yearly
observation visits. The RTAs carry out a training needs analysis twice a year. They
identify their development needs which are detailed in an action plan. The internal
verification system for NVQ is thorough, a strength identified in the self-assessment
report. The RTAs internally verify the portfolios at every quarterly visit. They sign and
stamp verified units and compile a report and action plan for the assessors. There is an
effective plan outlining the sample used and indicating which units have been verified.
The RTAs carry out twice-yearly observations of each assessor. Wider issues relating to
internal verification and the assessment process are discussed at twice-yearly regional
assessor conferences, which are well attended. All salons also receive minutes of these
meetings. Internal verification for key skills is, however, not thorough enough. Some
RTAs are not familiar enough with the standards. No RTA currently holds the key skill
practitioner award.
15. Although the quality assurance arrangements are thorough, CT have failed to identify
significant weaknesses relating to learners’ achievement rates in the modern
apprenticeship framework. The lack of development and understanding of key skills
training has had significant effects on achievement. Many learners have completed their
NVQs and are working as junior stylists, but have not completed their key skills training.
The self-assessment process failed to identify these weaknesses.
16. Assessors and trainers’ training needs are not routinely analysed. They do not have
access to a formal training and development programme. Many trainers do not feel that
they have the skills to teach the key skill elements of the modern apprenticeship
framework. Assessors and trainers are not sufficiently trained to conduct and evaluate the
initial assessment processes which identify the additional learning needs of some learners.
Assessors and trainers do not have access to the formal training needs analysis and
personal self-assessment processes which guide the training and development of the
8
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RTAs. Additional training for these key training personnel in the areas of initial
assessment, use of diagnostic testing, key skills delivery, basic skills and accreditation of
prior learning, would significantly improve the learners’ experience. This was not
identified as a weakness in the self-assessment report.
17. In preparation for inspection, CT produced its fourth self-assessment report. The selfassessment process involves all training staff. The views of learners and employers
contributed to judgements on the quality of training programmes. Reports on
observations of the training process and external verifier reports were used as evidence
on which judgements were based. Inspectors judged that the self-assessment process
failed to identify significant weaknesses in modern apprenticeship framework
achievement rates and in NVQ programmes. Self-assessment would be improved by
more frequent involvement from learners and employers. They are asked to complete
evaluation questionnaires every two years and these are detailed questionnaires,
providing useful feedback that does lead to improvements. Employees and learners are
not told about the results of the analysis of the questionnaire.
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OCCUPATIONAL AREAS
Hairdressing & beauty therapy

Grade 4

Programmes inspected

Number of
learners

Contributory
grade

Work-based learning for young people

304

4

18. CT operates throughout the United Kingdom (UK) in approximately 150
independently owned high street hairdressing salons. Learners are recruited directly by
salon owners and can join the training programmes at any time throughout the year. All
learners are employed. CT installs independently accredited training centres in these
salons and manages the training process. A total of 304 young people are currently
undertaking training. Of these, 245 are foundation modern apprentices and 58 are
advanced modern apprentices and one is an NVQ learner at level 3. CT has established
links with secondary schools throughout Britain. The organisation offers school pupils
the opportunity to gain NVQ at level 1 in hairdressing in an attempt to encourage
young people into a career in hairdressing. This programme is funded by the schools or
salons where the pupils are based. Many of those who complete the programme are
offered employment. CT employs 16 RTAs who are co-ordinated by four principal
training advisers and a national training adviser. RTAs work on a consultancy basis for
CT and are all qualified practising hairdressers. The role of the RTA is to internally verify
assessment within the salons and to offer support and guidance to salon owners and
managers regarding the delivery of the modern apprenticeship programme.
The tables below show the achievement and retention rates available up to the time of
the inspection
Work-based learning for young people
Foundation modern apprenticeships
(FMA)
1997-98
1998-99
1999-2000
No.

%

No.

%

No.

%

No.

%

135

2001-02
No.

%

Number that started

119

Still in training

29

24

42

38

96

71

78

84

FMA framework completed

13

11

0

0

0

0

0

0

NVQ level 2 completed

57

48

25

23

8

6

1

1

Left without completing the framework

77

65

69

62

39

29

15

16

10

111

2000-01

93
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Work-based learning for young people
Advanced modern apprenticeships
(AMA)
1997-98
1998-99
1999-2000
No.

%

No.

%

No.

2000-01

%

No.

31

%

47

2001-02
No.

%

Number that started

20

Still in training

7

35

5

16

33

70

14
13

93

AMA framework completed

0

0

0

0

0

0

0

0

NVQ level 2 completed

0

0

0

0

0

0

0

0

NVQ level 3 completed

5

25

9

29

13

28

0

0

Left without completing the framework

13

65

26

84

14

30

1

7

NVQ Training
NVQ Training
1997-98
No.

Number that started

1998-99

%

No.

124

1999-2000

%

No.

8

%

2

Still in training

0

0

0

0

1

50

Individual learning plan completed

73

59

7

88

1

50

Left without completing individual learning
plan
NVQ level 1 completed

51

41

1

12

1

50

0

0

0

0

0

0

NVQ level 2 completed

59

48

7

88

1

50

NVQ level 3 completed

14

11

0

0

0

0

STRENGTHS
• good CHT support for salons
• well-resourced work placements
• good standard of learners’ work

WEAKNESSES
• poor provision of key skills training
• inadequate initial assessment of learners
• poor achievement rates for the modern apprenticeship framework
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OTHER IMPROVEMENTS NEEDED
• more accurate recording in individual learning plans
• include formal employer’s reports in progress review forms

19. CT gives good support to employers and trainers working in the salons. Employers
are kept well informed about their learners’ progress. The RTAs visit the salons every 13
weeks. During these visits, internal verification of the assessment process takes place.
Verbal and written feedback is given to assessors on their performance. Employers are
given up-to-date information on health and safety, the promotion of equality of
opportunity and other information relevant to the training process. This helps to
standardise training for all learners throughout the country. Action plans are developed
with the employers at every 13-week RTA visit. An action plan focuses on areas for
development, including actions to improve training and assessment and to encourage
unit achievement. Employers confirm that they have productive relationships with their
RTAs and they feel well supported by CT. There are clear lines of communication. Salon
owners and assessors are given contact telephone numbers for their RTA. Employers
have an additional out-of-hours number to contact their RTA during evening training
sessions with learners.
20. As recognised in the self-assessment report, there are excellent resources in the
salons to support the training process. Learners use a wide range of professional, goodquality products, including some innovative technical equipment. Some employers are
also nationally recognised through exhibition, photographic and competition work.
Learners have the opportunity to observe and be involved in this work and some join the
salon’s artistic teams. Many learners wish to achieve this standard and recognise it as an
achievable goal. There are lots of opportunities for additional training, for example in
product knowledge and technical skill courses. Most employers take learners to national
exhibitions and trade fairs. This enables learners to see a wide variety of new techniques
and resources. All training and assessment takes place at work. Learners can be
assessed while carrying out their work or during training days. A diverse range of clients
is available for training purposes, allowing learners to gain broad experience. All salons
offer structured training sessions. These include a training plan, which is shared with
learners. All trainers are commercial stylists and are well qualified. Many trainers are
senior members of staff. They spend at least one full day each week training apprentices.
21. Learners are producing a good standard of practical work. This strength was
identified in the self-assessment report. As well as the nine mandatory units of the NVQ
required by the foundation modern apprenticeship programme, learners are actively
encouraged to achieve a further five units, including three units from the NVQ at level 3,
to complete CT’s training programme. Learners’ practical work often exceeds the
standard expected at level 2. For example, a foundation modern apprentice was
observed carrying out a difficult colour correction treatment, using a pre-pigmenting
technique. Learners were also observed carrying out advanced foil highlighting
techniques. Learners’ portfolios are well organised and clearly referenced, containing
12
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valid, up-to-date evidence of competences. All learners use the same method of
portfolio building. Written work and assignments are of a good standard and meet
awarding body requirements. However, salon assessors do not always give sufficient
written feedback on assignments and written tests. Good work is not always
acknowledged and where learners’ work is unsatisfactory, not enough guidance is given
about how to improve performance.
22. There is good monitoring and recording of learners’ progress. Learners keep an
NVQ unit-monitoring document in their portfolios to record their progress. There are
also wall charts displayed in staff areas of the salons which track all learners’ progress.
This gives everybody who is involved in the training and assessment process a clear
indication of learners’ progress. It also identifies unit achievements and any outstanding
work to be completed. Key skills training, however, is not part of this process. The
assessor holds progress records for written work. These are shared with the RTA and the
learner during the progress review process. Internal verification is good. Procedures are
thorough, well planned and thoroughly documented.
23. Key skills training is poor. Some employers and learners are unaware that key skills
are an integral part of the modern apprenticeship framework. In many cases key skills
are being taught and developed after the learner has achieved their hairdressing
qualification. Thirty-six learners achieved their key skill in IT in April 2001 as part of a
pilot project but no further training was undertaken in IT until October 2001. No learner
has achieved the IT key skill recently. Progress is also slow in achieving communication
and application of number key skills. As a direct result, there has been no modern
apprenticeship framework achievement for learners since 1999. Employers have not
had any training and development to help them integrate key skills training in the
workplace. Some employers stated that they have very little understanding of how key
skills should be taught. Many feel ill-equipped and lack the confidence to teach key
skills. CT is aware of the poor achievement rate of key skills and is attempting to remedy
the situation. For example, a planned programme of external training in the IT key skill
began on the week of inspection.
24. There is no formal system in place to identify, provide and monitor additional
learning needs, or to provide appropriate support. The initial assessment process does
not identify learners’ additional learning needs. No diagnostic testing is used to
recognise a need for basic skills support. Such support is only offered when learners
have the confidence to ask for help. Some learners have been in training for many
months before difficulties and additional learning needs have been recognised. These
learners have often fallen behind their achievement target dates. Employers and trainers
have insufficient experience to recognise and deal with specialist needs. The RTAs are
unable to effectively support employers in this area, as they also have limited knowledge
and experience. There are currently no specialist materials available to help learners to
improve their literacy and numeracy skills. This was identified, incorrectly, as a strength
in the self-assessment report.
25. Some learners are taking over three years to achieve a level 2 NVQ in hairdressing.
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Towards the end of their training, their progress slows because they often work as
commercial stylists before finishing the qualification and are reluctant to take time from
work to complete outstanding assessments. This has contributed to poor rates of NVQ
achievement. This was not identified as an area for improvement in the self-assessment
report.
26. There are inconsistencies in individual learning plans. Some lack sufficient detail,
have sections that are incomplete and have signatures missing. They are not used
effectively to inform the training and assessment process. The RTA progress review
forms concentrate on NVQ progress and necessary actions. Formal reports from the
employers, concerning the performance of the learner in the salon, would be a useful
inclusion.

Good Practice
In one practical training session, learners were encouraged to work as a team on
colour consultations. This made the most of the learning opportunity. All
learners were encouraged to question the techniques and colour choices and
explain their reasons. This created open discussion among learners and
developed their technical knowledge. They were encouraged to share good
practice.

Poor Practice
During a training session, learners were given incorrect information about how
to dispose of contaminated metal objects. The information given by the trainer,
if followed, may have put the learners at risk.

14
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