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[bookmark: _Toc242636682]Summary
This report critically examines how developing individuals in the workplace can improve organisational performance, strengthen professional relationships and create a collaborative working environment. The report focuses on Maples Hair and Beauty, a premium hair salon based in Pyle, Bridgend, employing approximately ten members of staff. The salon provides an appropriate context for examining employee development because successful service delivery depends on teamwork, technical competence, communication, customer relationships and effective time management.
The report evaluates the organisational benefits of employee development, including improved productivity, employee engagement, staff retention, service quality and succession planning. It applies relevant theories, including human capital theory, social learning theory, goal-setting theory, self-determination theory and psychological safety, while critically considering their limitations. It also examines how a Senior Stylist can manage a Trainee Hairdresser’s expectations by establishing clear objectives, discussing career aspirations and providing constructive feedback.
A range of development methods is evaluated, including coaching, mentoring, formal training, job shadowing, reflective practice and digital learning. A six-month individual development plan is proposed to improve the trainee’s technical skills, customer communication, product knowledge, time management and confidence. Measurable performance indicators, scheduled reviews and fair appraisal procedures are included to support continuous improvement.
The report concludes that employee development should be treated as an ongoing organisational investment rather than an isolated training activity. By combining structured development with supportive workplace relationships, Maples Hair and Beauty can improve employee capability, maintain its premium customer experience and develop future talent within the salon.

[bookmark: _Toc242636683]1. Introduction
[bookmark: _Toc242636684]1.1 Background and organisational context
Workplace relationships are important to organisational effectiveness because employees rarely operate independently. Their performance is influenced by the quality of communication, cooperation, supervision and support they receive from colleagues and managers. In customer-facing businesses, these relationships can directly influence the quality and consistency of the service delivered.
Maples Hair and Beauty is a hair salon located in Pyle, Bridgend, employing approximately ten members of staff. Its business model places importance on delivering a premium customer experience, maintaining professional standards and developing lasting customer relationships. The salon uses Booksy to support its appointment and booking processes. Within this environment, employees must coordinate appointments, prepare workstations, manage customer expectations, understand products and treatments, and communicate effectively when workloads change.
The development of a Trainee Hairdresser provides a suitable example of how individual learning can contribute to wider organisational achievement. The trainee must acquire technical hairdressing skills while also learning how to communicate with customers, manage appointments, work safely and collaborate with experienced colleagues. The Senior Stylist has an important role in providing guidance, demonstrating professional standards and monitoring progress.
Human resource development is concerned with improving the knowledge, skills and capabilities that individuals need to perform effectively and prepare for future responsibilities (Armstrong & Taylor, 2023). However, development is not simply a matter of providing training. Its effectiveness depends on identifying genuine needs, choosing appropriate learning methods, managing expectations and evaluating whether learning produces improvements in workplace performance.
[bookmark: _Toc242636685]1.2 Aim and objectives
The aim of this report is to critically examine how individual development and effective workplace relationships can improve performance and collaboration at Maples Hair and Beauty.
The objectives are to:
1. Critically assess the potential organisational benefits of developing employees.
2. Examine how individual expectations can be managed through communication, career planning and feedback.
3. Evaluate development methods appropriate to the needs of a Trainee Hairdresser.
4. Produce a detailed individual development plan with measurable objectives and performance-management procedures.
5. Establish how fair assessment, confidentiality and continuous evaluation can support employee achievement and organisational sustainability.
[bookmark: _Toc242636686]1.3 Methodological approach
The report applies established academic theories and human resource management literature to a practical salon setting. The proposed development plan is illustrative and should be finalised following an initial assessment of the trainee's existing abilities, career aspirations and learning preferences.













[bookmark: _Toc242636687]2. Critical Assessment of the Benefits of Developing Individuals in the Workplace
[bookmark: _Toc242636688]2.1 Human capital and organisational performance
Human capital theory suggests that investment in people's knowledge and skills can increase their productive capabilities and contribute to organisational performance. Becker (1964) argued that education and training can be understood as investments that generate future economic benefits.
At Maples Hair and Beauty, developing a trainee's technical competence may enable the salon to allocate work more effectively, improve service consistency and reduce the amount of repeated supervision required. For example, once the trainee can confidently undertake appropriate preparation tasks, shampooing, customer consultations and selected treatments within their authorised competence, senior employees may have more time to concentrate on complex services and customer relationships.
Training may also reduce avoidable errors, product wastage and appointment delays. These improvements can contribute to profitability while supporting a better customer experience.
Nevertheless, human capital theory should not be interpreted as meaning that every training activity automatically generates a financial return. Training requires staff time, supervision and sometimes external course fees. If the trainee leaves shortly after receiving expensive training, some of the expected benefits may be lost. Similarly, skills acquired through training will have limited value if the salon does not provide opportunities to apply them.
Consequently, Maples Hair and Beauty should assess both the cost of development and the extent to which learning improves workplace performance. Training should be linked to identified business priorities rather than delivered simply because a course is available.
[bookmark: _Toc242636689]2.2 Employee engagement, motivation and retention
Employee development can improve motivation by demonstrating that the organisation values its employees and is willing to support their professional ambitions. Self-determination theory identifies autonomy, competence and relatedness as important psychological needs associated with motivation (Deci & Ryan, 2000).
In the salon environment, competence can be supported by providing structured practice and constructive feedback. Relatedness can be encouraged through mentoring and positive relationships with colleagues. Appropriate autonomy can be developed gradually by allowing the trainee to undertake tasks independently once competence has been demonstrated.
For example, a trainee who initially observes a consultation may progress to conducting part of the consultation under supervision and subsequently undertake suitable consultations independently. This progression provides evidence of achievement while maintaining appropriate safeguards for customers.
However, motivation cannot be created through training alone. Employees may become dissatisfied if development opportunities are promised but never delivered, or if increased responsibilities are not accompanied by recognition or appropriate remuneration. Herzberg et al. (1959) distinguished between factors associated with dissatisfaction and those that can promote satisfaction and motivation. Although the theory has limitations and does not explain every individual's behaviour, it highlights the importance of considering working conditions, recognition and opportunities for achievement alongside training.
For Maples Hair and Beauty, development should therefore be supported by fair treatment, regular recognition, realistic workloads and transparent career discussions. These practices may encourage employees to remain with the business and reduce the costs associated with recruitment and induction.
[bookmark: _Toc242636690]2.3 Service quality and customer satisfaction
In a premium hair salon, customer satisfaction depends on more than the technical outcome of a haircut or colour service. Customers also evaluate communication, professionalism, reliability, the salon atmosphere and how effectively their expectations are managed.
Parasuraman et al. (1988) developed SERVQUAL to examine service quality through dimensions including reliability, responsiveness, assurance, empathy and tangibles. Although SERVQUAL was not designed specifically for hair salons, its dimensions provide a useful framework for identifying development needs.
For example, reliability can be improved through accurate appointment preparation and consistent service delivery. Responsiveness involves acknowledging customer questions and seeking assistance promptly. Assurance requires employees to demonstrate appropriate knowledge and professionalism, while empathy involves listening carefully to individual preferences.
Developing these behaviours may strengthen customer trust and increase the likelihood of repeat bookings and recommendations. Training the trainee to communicate realistic service times and refer complex technical questions to a qualified colleague can also prevent misunderstandings.
Nevertheless, customer satisfaction should not be attributed exclusively to employee competence. It may also be influenced by pricing, product availability, appointment capacity and customer expectations. Management must therefore distinguish between problems caused by individual performance and those arising from organisational processes.
[bookmark: _Toc242636691]2.4 Teamwork, collaboration and workplace relationships
Effective employee development can improve collaboration by creating shared expectations and a common understanding of professional standards. Social learning theory proposes that people learn by observing others, modelling behaviour and receiving feedback (Bandura, 1977).
At Maples Hair and Beauty, the trainee can learn appropriate consultation techniques, customer-care behaviours and workplace routines by observing experienced stylists. Senior employees can demonstrate how to communicate when appointments run late, how to request assistance and how to resolve customer concerns professionally.
These interactions can strengthen workplace relationships because experienced staff become active contributors to the trainee's development. The trainee, in turn, may become more confident about asking questions, sharing information and seeking assistance.
Edmondson (1999) describes psychological safety as a shared belief that a team is safe for interpersonal risk-taking. In a salon, this means that employees should feel able to admit uncertainty, ask for clarification and report mistakes without fear of disproportionate humiliation or retaliation.
Psychological safety is particularly important for trainees because they may otherwise conceal mistakes or avoid asking questions. However, a psychologically safe environment should not remove accountability. Employees must still follow safety procedures, accept feedback and work within their competence.
Management should therefore create a culture where questions and learning are encouraged while professional standards remain clear. This combination can improve teamwork and reduce the risk of avoidable errors.
[bookmark: _Toc242636692]2.5 Succession planning and organisational sustainability
Developing employees can also support succession planning by preparing individuals for future responsibilities. Rothwell (2010) argues that succession planning involves identifying and developing talent to meet future organisational requirements.
For a small salon, succession planning may appear less important than it would be in a large organisation. Nevertheless, the departure or absence of an experienced stylist can affect appointment capacity, customer relationships and operational continuity.
Developing a trainee into a competent stylist may gradually increase the range of services the salon can provide. Longer-term development may also prepare experienced employees for mentoring, team coordination or management responsibilities.
This approach can support organisational sustainability by reducing excessive dependence on a small number of experienced employees. It may also create opportunities for internal progression, helping to retain knowledge within the business.
However, career progression must remain realistic. Not every trainee will want to become a manager, and not every employee will be suited to every role. Succession planning should consider individual aspirations, demonstrated competence and actual business requirements rather than assuming that promotion is the only definition of success.
Overall, employee development offers significant potential benefits, but these depend on the quality of implementation, the availability of resources and the extent to which learning is transferred into everyday work.








[bookmark: _Toc242636693]3. Managing an Individual's Expectations in Respect of Personal Development
[bookmark: _Toc242636694]3.1 Identifying expectations and development needs
Effective development begins with understanding the individual's current abilities, career ambitions and expectations. If these are not discussed, the employee may expect rapid promotion while management anticipates a much longer period of supervised learning.
At Maples Hair and Beauty, the Senior Stylist should conduct an initial development meeting with the trainee. The meeting should establish the trainee's previous experience, confidence levels, preferred learning methods, existing qualifications and longer-term career interests.
The discussion should also identify the salon's expectations concerning attendance, customer care, professional conduct, confidentiality, health and safety, and the completion of training activities.
A training needs analysis can help identify the gap between current performance and the standard required for the role. Goldstein and Ford (2002) emphasise the importance of analysing training requirements at organisational, task and individual levels.
Applied to the salon, the organisational level considers priorities such as customer satisfaction and service consistency. The task level identifies the skills required for specific hairdressing activities. The individual level assesses which skills the trainee has already developed and which require further attention.
This approach prevents development plans from becoming generic checklists that do not reflect the individual's actual needs.
[bookmark: _Toc242636695]3.2 Agreeing realistic objectives
Goal-setting theory suggests that specific and appropriately challenging goals can improve performance when individuals understand the objectives and receive feedback (Locke & Latham, 2002).
Rather than setting a vague objective such as "improve customer service", the Senior Stylist should establish a measurable target, such as demonstrating a consistent consultation structure during observed practice and achieving an agreed assessment standard.
The trainee should be involved in setting these objectives. Participation can increase understanding and ownership, while also giving the supervisor an opportunity to explain why certain standards are necessary.
However, targets must be realistic. A trainee should not be expected to perform complex colour corrections independently before demonstrating the required knowledge, training and competence. Overly ambitious targets may encourage unsafe practice or undermine confidence.
The agreed plan should identify the expected standard, the resources available, the review date and the evidence that will demonstrate achievement.
[bookmark: _Toc242636696]3.3 Communicating career pathways and limitations
Managing expectations requires honest communication about the relationship between development and career progression. The Senior Stylist should explain which opportunities are available within the salon and which depend on external qualifications, additional experience, business demand or management approval.
For example, completing a training activity may demonstrate progress but does not necessarily guarantee an immediate pay increase or promotion. Equally, the trainee should understand that some services require formal training, appropriate supervision or evidence of competence before independent practice is permitted.
Career discussions should nevertheless remain encouraging. The supervisor can explain the possible progression from trainee responsibilities to junior stylist duties and, over time, more independent service delivery. Further opportunities might include specialist colour training, extensions, customer consultation or mentoring responsibilities, depending on business needs.
Schein (1990) highlighted the relationship between individuals' career development and their changing career aspirations. Although career paths differ, the underlying principle is relevant: development conversations should be individualised rather than based on assumptions about what employees want.
At Maples Hair and Beauty, the trainee should be encouraged to describe what success means personally. This may involve becoming a confident stylist, developing a specialist skill or eventually moving into education or management.
[bookmark: _Toc242636697]3.4 Feedback, learning preferences and accountability
Regular feedback allows the trainee to understand what is going well and what requires improvement. Feedback should be specific, timely and related to observable behaviour rather than personal characteristics.
For example, the Senior Stylist might explain that the trainee prepared the workstation correctly but omitted an important consultation question. The discussion should identify the required improvement and provide an opportunity to practise it.
Kolb's (1984) experiential learning theory describes learning as a process involving concrete experience, reflective observation, abstract conceptualisation and active experimentation. This provides a useful basis for encouraging trainees to practise a task, reflect on the outcome, understand the underlying principles and apply the learning again.
Learning preferences may also influence how an individual engages with development. However, preferences should not be treated as fixed characteristics or as evidence that teaching must match a particular learning-style category. Pashler et al. (2008) found insufficient evidence to justify the widespread practice of matching instruction to supposed learning styles.
A balanced approach is therefore preferable: combine demonstrations, written guidance, discussion, supervised practice and reflection. This accommodates different learning preferences while maintaining the use of methods appropriate to the skill being learned.
The trainee should also understand that development is a shared responsibility. Management must provide reasonable support and opportunities, while the trainee must attend training, practise agreed skills, seek clarification and respond constructively to feedback.














[bookmark: _Toc242636698]4. Critical Evaluation of Development Vehicles Available to the Organisation
Different development methods offer different benefits and limitations. Maples Hair and Beauty should select methods according to the skill required, the trainee's current competence, available resources and the potential consequences of mistakes.
[bookmark: _Toc242636699]4.1 Coaching
Coaching involves supporting an individual to improve performance through questioning, feedback, reflection and goal-setting. Whitmore (2017) emphasises the role of coaching in developing awareness, responsibility and performance.
In the salon, coaching can be used after customer consultations, during workstation preparation or when reviewing appointment management. The Senior Stylist might ask the trainee what went well, what could be improved and what they would do differently next time.
The principal advantage is that coaching connects learning directly to workplace performance. It can also strengthen communication and encourage independent problem-solving.
However, coaching quality depends on the supervisor's skills and the time available. A busy salon may struggle to provide meaningful coaching if every discussion is interrupted by customer demands. Coaching is also insufficient where the trainee first needs clear instruction or formal technical training.
It should therefore be used alongside demonstrations and structured instruction rather than as a replacement for them.
[bookmark: _Toc242636700]4.2 Mentoring and role modelling
Mentoring involves a more experienced individual supporting another person's professional development over time. Kram (1985) identifies career-related and psychosocial functions of mentoring, including guidance, support and confidence-building.
A Senior Stylist can act as a mentor by explaining professional expectations, discussing career options and sharing experience of customer relationships. Regular mentoring meetings can also help the trainee raise concerns that might not emerge during practical supervision.
Mentoring can strengthen relationships and transfer knowledge that may not be fully captured in formal training materials. This is particularly valuable in a small salon, where much practical knowledge concerns individual customer preferences, appointment routines and teamwork.
However, mentoring may be affected by personal bias, inconsistent advice or a mismatch between the mentor's expertise and the trainee's needs. It can also create dependency if the mentor continually solves problems instead of helping the trainee develop independent judgement.
Maples Hair and Beauty should therefore define the mentor's responsibilities, schedule regular meetings and review whether the relationship is producing measurable progress.
[bookmark: _Toc242636701]4.3 Formal training and external qualifications
Formal training provides structured instruction and, where appropriate, recognised qualifications. It is particularly important for technical skills, chemical services, health and safety and other areas where errors may have serious consequences.
External courses can expose the trainee to specialist knowledge and practices beyond those available within the salon. They may also provide evidence of learning that can support future career opportunities.
However, formal training can be expensive and may require time away from the workplace. A qualification alone does not guarantee that the trainee can apply knowledge consistently in real customer situations.
Blume et al. (2010) found that training transfer is influenced by factors including trainee characteristics, the work environment and the design of training. This suggests that Maples Hair and Beauty should provide opportunities to practise new skills after formal instruction and assess whether the learning transfers into the workplace.
[bookmark: _Toc242636702]4.4 Job shadowing and supervised practice
Job shadowing allows a trainee to observe experienced employees performing tasks. Supervised practice then enables the trainee to apply what has been observed while receiving guidance.
These methods are particularly suitable for learning consultation techniques, customer-care standards, workstation preparation and the sequence of salon services. They are relatively cost-effective because learning occurs within the workplace.
Nevertheless, observation alone may produce passive learning. The trainee may see what an experienced stylist does without understanding the reasons behind the decisions.
Supervised practice should therefore include explanation, questions, feedback and repeated opportunities to demonstrate competence. The level of supervision should reflect the complexity and risk of the task.
[bookmark: _Toc242636703]4.5 Digital learning and workplace systems
Digital learning can provide access to product information, technical demonstrations, health and safety guidance and refresher materials. Booksy can also support learning about appointment scheduling, service durations and booking administration, subject to the salon's system configuration and access permissions.
Digital resources offer flexibility and allow employees to revisit information when necessary. They can also support consistency by providing shared guidance.
However, digital learning cannot fully replace practical assessment of hands-on hairdressing skills. Online demonstrations may not reveal whether a trainee can reproduce a technique safely or respond appropriately to an individual customer.
Digital resources should therefore supplement practical training. Customer information accessed through Booksy must be handled in accordance with applicable data-protection requirements and the salon's confidentiality procedures.
[bookmark: _Toc242636704]4.6 Reflective practice and peer learning
Reflective practice encourages employees to examine experiences and identify lessons for future performance. Schön (1983) distinguishes reflection during action from reflection after action, both of which can support professional learning.
After a service, the trainee could record what went well, what difficulties arose and what support would help next time. This can encourage independent thinking and make development meetings more productive.
Peer learning can also allow colleagues to share techniques and practical knowledge. In a small salon, this may strengthen team relationships and reduce the risk that valuable knowledge remains with one individual.
However, reflective records may become superficial if they are completed only to satisfy management. Peer learning may also spread incorrect information if participants lack the necessary expertise.
The Senior Stylist should therefore use reflective notes as discussion prompts and verify technical advice against appropriate professional guidance.




















[bookmark: _Toc242636705]4.7 Comparative evaluation
	Development method
	Main benefit
	Main limitation
	Recommended application

	Coaching
	Immediate feedback and problem-solving
	Requires supervisor time and skill
	Consultation, communication and time management

	Mentoring
	Career guidance and confidence
	Potential dependency or personal bias
	Ongoing professional development

	Formal training
	Structured technical knowledge and qualifications
	Cost and limited workplace transfer
	Technical skills and safety-critical subjects

	Job shadowing
	Observation of experienced practice
	Passive observation may limit learning
	Customer service and salon routines

	Supervised practice
	Practical skill development
	Requires suitable supervision
	Technical tasks within the trainee's competence

	Digital learning
	Flexible access to information
	Limited practical assessment
	Product knowledge and booking procedures

	Reflective practice
	Self-awareness and continuous improvement
	Can become superficial
	Review of completed tasks and feedback


The most appropriate approach is a blended development programme. Formal instruction should establish essential knowledge, shadowing should demonstrate effective practice, supervised experience should develop competence, and coaching and reflection should reinforce learning. This combination is more likely to meet the trainee's needs than relying on a single development method.





[bookmark: _Toc242636706]5. Individual Development Plan and Performance Management
[bookmark: _Toc242636707]5.1 Purpose and initial assessment
The proposed six-month individual development plan is designed for a Trainee Hairdresser at Maples Hair and Beauty. Its purpose is to improve technical competence, customer communication, product knowledge, time management and teamwork while preparing the trainee for greater responsibility.
Before implementation, the Senior Stylist should conduct an initial assessment using observation, discussion, relevant training records and feedback from appropriate colleagues. The assessment should establish the trainee's current competence rather than assuming that all trainees begin at the same level.
The plan should be agreed by the trainee and supervisor, with responsibilities, review dates and available resources clearly documented.
















[bookmark: _Toc242636708]5.2 SMART development objectives
SMART objectives are specific, measurable, achievable, relevant and time-bound. Their use helps translate broad development ambitions into observable workplace outcomes.
	Development area
	Six-month objective
	Development activities
	Evidence of achievement

	Technical competence
	Demonstrate competence in agreed trainee-level tasks by month six
	Demonstrations, supervised practice and skills assessments
	Completed competency checklist and observed assessments

	Customer communication
	Meet the agreed consultation assessment standard by month three
	Shadowing, role-play and observed consultations
	Assessment records and feedback

	Product knowledge
	Achieve at least 80% in an agreed product-knowledge assessment by month three
	Product training, revision and questioning
	Recorded assessment result

	Time management
	Meet agreed preparation and task-time standards consistently by month four
	Task planning, observation and review of appointment schedules
	Observation records and appropriate scheduling evidence

	Teamwork
	Demonstrate agreed communication and handover behaviours throughout the six months
	Mentoring, team discussions and peer learning
	Supervisor observations and review discussions

	Reflective practice
	Complete a short reflection after at least two relevant learning activities each month
	Reflective log and coaching conversations
	Reviewed learning log


These targets are proposed starting points, not universal industry standards. They should be adjusted after the initial assessment and should not override professional, qualification or safety requirements.

[bookmark: _Toc242636709]5.3 Six-month implementation schedule
	Period
	Main activities
	Management responsibilities
	Review point

	Month 1
	Baseline assessment, goal-setting, induction and identification of learning preferences
	Agree objectives, establish standards and explain support arrangements
	End-of-month progress meeting

	Month 2
	Job shadowing, consultation practice and introductory product training
	Demonstrate tasks, observe practice and provide feedback
	Review communication and engagement

	Month 3
	Product-knowledge assessment, supervised customer interactions and skills review
	Record assessment results and revise objectives where necessary
	Formal three-month appraisal

	Month 4
	Increased supervised responsibility and time-management practice
	Monitor consistency and provide targeted coaching
	Review task performance and scheduling

	Month 5
	Consolidation of technical skills and greater participation in teamwork
	Assess competence, encourage reflection and identify remaining gaps
	Progress review

	Month 6
	Final competency assessment, evaluation of objectives and career discussion
	Compare results with baseline and agree the next development plan
	Formal six-month appraisal


The schedule provides structure without assuming that every skill will develop at the same speed. If the trainee has difficulty with a particular task, the supervisor should investigate the cause and adjust the learning activities or timeframe where appropriate.


[bookmark: _Toc242636710]5.4 Responsibilities and support mechanisms
The trainee is responsible for participating in development activities, practising agreed skills, following professional procedures, maintaining learning records and asking for clarification when necessary.
The Senior Stylist is responsible for demonstrating correct practice, arranging appropriate supervision, providing constructive feedback and recording progress accurately. The stylist must also ensure that the trainee is not asked to undertake tasks beyond their competence.
Salon management should provide reasonable time and resources for training, ensure that relevant procedures are available and review whether the programme supports business objectives. Where necessary, management should consider external training, suitable equipment or additional supervisory support.
Support should be responsive to the individual's needs. If the trainee lacks confidence, additional demonstrations and guided practice may be appropriate. If the trainee understands the theory but struggles to apply it, repeated supervised practice may be more beneficial.
[bookmark: _Toc242636711]5.5 Performance indicators and monitoring
Performance management should assess both development activity and its effect on workplace outcomes. Aguinis (2019) argues that performance management is an ongoing process rather than simply an annual appraisal.
Maples Hair and Beauty should monitor several indicators.
First, competency completion should be recorded against agreed criteria. Each assessment should distinguish between tasks the trainee has observed, tasks undertaken under supervision and tasks for which competence has been demonstrated.
Second, customer communication should be assessed through structured observation, including listening, checking customer preferences, explaining appropriate next steps and referring questions beyond the trainee's competence.
Third, time management can be assessed through punctual preparation, completion of assigned tasks and appropriate communication when delays arise. Booksy appointment information may provide relevant operational context, but scheduling data should not be treated as a complete measure of individual performance.
Fourth, teamwork should be assessed through observable behaviours such as providing accurate handovers, requesting assistance appropriately and supporting agreed salon routines.
Finally, customer feedback may provide supplementary evidence of service quality. Complaints and positive comments should be interpreted carefully because customer expectations, appointment circumstances and factors outside the trainee's control can influence feedback.
A balanced assessment is preferable to relying on a single numerical target. For example, reducing task times is not a positive outcome if quality, customer comfort or safety deteriorates.

[bookmark: _Toc242636712]5.6 Appraisal and feedback procedures
Formal reviews should take place at the end of month one, month three and month six, with shorter coaching discussions throughout the programme.
The appraisal should follow a consistent structure:
1. Review the objectives agreed at the previous meeting.
2. Examine evidence of progress and identify achievements.
3. Discuss difficulties and factors affecting performance.
4. Invite the trainee to evaluate their own progress.
5. Agree any additional support or corrective actions.
6. Set revised objectives and confirm the next review date.
Feedback should describe observable behaviour, explain its impact and identify a practical next step. For example, rather than stating that the trainee is disorganised, the supervisor could explain that tools were not prepared before a supervised service and agree a workstation checklist for future appointments.
This approach reduces the likelihood that feedback will be interpreted as a personal criticism. It also gives the trainee a clear opportunity to improve.





[bookmark: _Toc242636713]5.7 Fairness, objectivity and confidentiality
Fair performance management requires consistent standards and evidence-based judgements. The supervisor should avoid allowing personal relationships, assumptions about personality or isolated incidents to dominate the assessment.
Where possible, competency criteria should be agreed in advance and applied consistently. Significant concerns should be documented factually, and the trainee should have an opportunity to explain relevant circumstances.
Confidentiality is equally important. Development records should contain only information necessary for their intended purpose and should be accessible only to authorised individuals. Customer information should not be copied into reflective records unnecessarily.
The UK General Data Protection Regulation and Data Protection Act 2018 provide the relevant legal framework for personal-data handling. The salon should follow applicable data-protection principles, including appropriate access controls, data minimisation and secure storage.
The purpose of appraisal should be development and fair accountability, not humiliation or punishment. Where performance does not improve, the supervisor should distinguish between a lack of capability, insufficient training, unclear expectations and unwillingness to follow reasonable instructions. Each situation may require a different response.
[bookmark: _Toc242636714]5.8 Evaluating the effectiveness of the development plan
The plan should be evaluated by comparing the trainee's final performance with the initial assessment and examining whether the development activities produced meaningful improvements.
Kirkpatrick and Kirkpatrick (2006) propose evaluating training through reaction, learning, behaviour and results. Applied to the salon, these levels can be used as follows:
· Reaction: Did the trainee consider the training relevant and useful?
· Learning: Did the trainee demonstrate improved knowledge or technical understanding?
· Behaviour: Did the trainee apply the learning during actual workplace activities?
· Results: Did the development contribute to improvements in service consistency, teamwork, appointment preparation or other relevant organisational outcomes?
The framework is useful because it distinguishes positive reactions to training from evidence of actual performance improvement. However, improvements in salon performance cannot automatically be attributed to the development programme alone. Staffing changes, appointment demand and other operational factors may also influence results.
Management should therefore combine competency assessments, observations, trainee feedback and relevant operational information when evaluating success. Where objectives are not achieved, the next step should be to investigate the reasons and revise the plan rather than automatically concluding that the trainee has failed.

[bookmark: _Toc242636715]5.9 Connection between development and organisational achievement
The proposed plan supports organisational achievement by linking individual learning to the salon's service standards and operational needs.
Improved technical competence can allow work to be allocated more effectively, while better customer communication can help establish realistic expectations and reduce misunderstandings. Stronger time management may support smoother appointment preparation, and improved teamwork can reduce the disruption caused by poor handovers or uncertainty about responsibilities.
The programme also creates opportunities for the Senior Stylist to develop leadership and coaching skills. This demonstrates that workplace development can benefit both the individual receiving training and the employee providing it.
However, management must ensure that the plan remains proportionate to the salon's resources. Excessive documentation may place unnecessary pressure on a small team, while insufficient monitoring may allow development needs to go unnoticed. A concise competency record, regular conversations and scheduled appraisals should provide a practical balance.



















6. [bookmark: _Toc242636716]Discussion: Building a Collaborative and Sustainable Working Environment

The analysis demonstrates that individual development and workplace relationships are interdependent. Training can improve technical ability, but the application of that learning depends on the support, feedback and opportunities available within the working environment.
At Maples Hair and Beauty, the Senior Stylist's relationship with the trainee is particularly important because much of the learning takes place through observation and practical experience. A supportive relationship can encourage questions and reflection, while clear expectations help maintain accountability.
Tuckman's (1965) model of group development identifies forming, storming, norming and performing as stages through which groups may develop. Although the model should not be treated as a universal sequence followed by every team, it highlights the importance of establishing shared expectations and working practices. In a salon, clear responsibilities and constructive discussion can help employees coordinate their work more effectively.
Communication must also operate across the wider team. Development should not become the sole responsibility of one Senior Stylist if other employees contribute to the trainee's daily work. Consistent guidance is necessary to prevent contradictory instructions and uneven standards.
Organisational culture is another important consideration. Schein (2010) explains that culture influences how members of an organisation understand and respond to workplace expectations. If the salon claims to value development but regularly cancels training, ignores employee feedback or criticises mistakes without providing support, its actual practices will undermine those stated values.
Sustainable development also requires attention to long-term workforce capability. The salon should consider which skills will be needed in the future, how experienced employees can share their knowledge and how development opportunities can be provided fairly. This may include technical specialisation, customer-service development, leadership skills and appropriate digital competence.
Fair access to development is essential. Opportunities should not be allocated solely according to personal relationships or informal preferences. Clear criteria and documented discussions can help demonstrate that employees are being treated consistently.
Ultimately, a collaborative environment requires a balance between support and responsibility. Employees should feel able to ask for help, but they must also understand their obligations to customers, colleagues and the organisation. Development is most effective when these expectations are reinforced through everyday behaviour rather than confined to formal appraisal meetings.
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Based on the analysis, the following recommendations are proposed for Maples Hair and Beauty.
1. Introduce structured development meetings. Conduct an initial training needs analysis with the trainee and agree written objectives that reflect both individual aspirations and salon priorities.
2. Implement the six-month individual development plan. Use a blended approach involving demonstration, supervised practice, mentoring, coaching, digital learning and reflective activity.
3. Establish consistent competency standards. Record which tasks have been observed, practised under supervision and assessed as competent. Do not permit independent work until the relevant competence and any required qualifications or authorisations have been established.
4. Provide regular feedback and formal reviews. Hold brief coaching discussions during the working month and conduct structured reviews at months one, three and six.
5. Strengthen collaborative learning. Encourage appropriate knowledge-sharing between experienced employees and the trainee, ensuring that technical guidance remains accurate and consistent.
6. Evaluate development outcomes. Compare baseline and final assessments, review the trainee's feedback and examine relevant operational indicators without attributing every business change to training alone.
7. Protect fairness and confidentiality. Use objective evidence, explain assessment criteria, provide opportunities for the trainee to respond and maintain development records securely.
8. Review future career opportunities. At the six-month appraisal, discuss the trainee's progress, remaining development needs and realistic next steps within the salon or through further training.






[bookmark: _Toc242636718]8. Conclusion
This report has critically examined how individual development can improve workplace relationships, collaboration and organisational performance at Maples Hair and Beauty. The analysis demonstrates that developing employees can contribute to stronger technical competence, improved customer service, increased motivation, better teamwork and future workforce capability.
However, these benefits are not automatic. Training can be costly, learning may not transfer into practice, and unrealistic career promises can damage trust. Effective development therefore requires a clear understanding of individual needs, realistic expectations, appropriate learning methods and consistent performance management.
The proposed six-month individual development plan provides a structured method for developing a Trainee Hairdresser's technical ability, communication, product knowledge, time management and teamwork. Its use of measurable objectives, competency assessments, regular feedback and formal reviews enables the Senior Stylist and trainee to monitor progress and address difficulties before they become more significant performance problems.
The report also highlights the importance of fairness, confidentiality and psychological safety. Employees should receive constructive support while remaining accountable for professional standards and working within their competence.
In conclusion, Maples Hair and Beauty should regard employee development as a continuous process that connects individual aspirations with organisational priorities. By embedding coaching, mentoring, structured training and objective performance review into everyday working practices, the salon can strengthen workplace relationships, improve its premium customer experience and create a more collaborative and sustainable working environment.
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