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Introduction: 
This module have covered some ground in terms of developing an understanding of digital skills and research methods. In this report will present relevant and appropriate workplace topic showing evidence of a use of a range of research methodologies and an understanding of effective and ethical data collection and interpretation. 
I will discuss how a business organisation use technology for their operation and use for problem solving along with their customers and partners relationship. My selected workplace is Superdrug. It is a retail chain business organisation. The company is wide range and popular beauty and health care shop. 
Superdrug plc is a large high street retailer of beauty and health products with over 900 stores across the United Kingdom (UK) employing approximately 16,000 staff. Superdrug contracts with the National Employer Service for all its apprenticeships, advanced apprenticeships and Train to Gain provision of National Vocational Qualifications (NVQs) for retailing and wholesaling, team leading, and warehousing and storage. Recently, contracts have been awarded for business administration apprenticeships.

Information about the provider:
Superdrug uses subcontractors for some assessment and training carried out at the learners’ workplaces. Superdrug also uses directly employed in-house assessors who act as trainers and review learners’ progress. Currently, 57 learners are taking advanced apprenticeships and a further 288 are on apprenticeships programmes leading to NVQs, mostly in retail and team leading. Twelve learners are on Train to Gain programmes, mostly undertaking warehousing and storage NVQs. Currently, nine learners are taking apprenticeships in business administration. 
The numbers of learners on business administration and warehousing and storage programmes at the time of the inspection are too low to warrant a separate graded area but these learners are included in the inspection overall. Learners, who are all employees, work throughout the UK in Superdrug stores. Unemployment rates for Great Britain are 6.2%. In 2008, the proportion of people holding a qualification at or above NVQ level 2 or its equivalent was 65% nationally. Most Superdrug learners are studying at level 2 and most are female. Approximately 12% of learners are of minority ethnic heritage, slightly lower than the proportion in the population of England overall.

Overall effectiveness:
 The overall effectiveness of Superdrug’s provision is good. Directors and managers provide good leadership and the development of the apprentice provision has been carefully considered alongside business development and the human resources strategy. The apprenticeship team monitors performance well and has made significant changes to the way assessment is carried out. Current learners make good progress and improve their skills and confidence. 
Since the introduction of the programme, there has been a significant and positive impact on employees and on the company overall. Many learners see themselves as having a career within the company, with a clear structure of qualifications to support their development. Programmes are well matched to individual learners’ job roles. Teaching and learning are good. 

Main findings:
· Outcomes for learners are good. In 2008/09 the proportion of learners achieving their qualification was satisfactory, although not enough learners achieved within the agreed timescale. However, current learners are making good progress. Many are on target to achieve before their planned end date.

· Learners gain very good retail skills and improve their confidence. Many progress to higher qualifications or gain better jobs within the organisation. Team leaders are improving their management skills and working more effectively with their staff. 


· Safeguarding arrangements are satisfactory. Learners feel safe from bullying and harassment at work. Learners’ understanding and use of health and safety practices are good. Not all appropriate staff have received the planned training in safeguarding yet. 

· Training and learning are good. Good on-the-job training prepares learners on team-leading programmes effectively for management roles. Learners make good use of retail projects that develop their skills and provide good opportunities for assessment. However, learners do not have sufficient access to information technology.


· Reviews are satisfactory. Most retail assessors set challenging targets for learners that promote good progress. However, assessors for team-leading apprentices do not always set review targets which are sufficiently specific and measurable.

· Superdrug provides a good range of programmes that are particularly well matched to job roles and internal training programmes. Learners are very clear how the qualifications link with their job roles and how they can progress through these as they develop their careers. 


· Initial assessment is satisfactory overall. However, for a few learners the basic skills initial assessment is not effective in identifying additional support needs. Assessors provide much effective support but are not qualified to teach literacy and numeracy. 

· Assessment is satisfactory overall. While some aspects of assessment are good, there are variations in practice across assessors. Assessment for Train to Gain learners in warehousing and business administration is highly effective. However, for a few apprentices on team-leading programmes, the arrangements for assessment visits are not sufficiently flexible, particularly for those on late shift work.


· Guidance and support are satisfactory. The best managers also contribute by coaching their staff and providing helpful advice and guidance. A few managers, Inspection Report, who have team-leading apprentices, do not allow sufficient time for off-the-job training and portfolio development.

· Leadership and management are good. The company places strong emphasis on the development and training of employees. Training programmes are clearly planned alongside career progression pathways, and apprentice programmes are having a significant positive impact on the business overall. 


· Performance management is good. The management of subcontractors has improved and Superdrug no longer works with underperforming providers. Quality assurance leads to quality improvement. Managers carry out direct observations of key aspects of the programme routinely using detailed and clear criteria. 

· The promotion of equality and diversity is satisfactory. Company policies are effectively promoting equality of opportunity through good employee induction programmes. However, although assessors mention equality and diversity aspects at learners’ induction, there is little reinforcement of this throughout training and/or in reviews.





Superdrug need to do to improve further: 
· Continue to improve assessment arrangements so that more learners progress faster and complete their qualifications within agreed timescales. 
· Raise the awareness of assessors, including subcontracted assessors, of aspects of safeguarding and equality and diversity to widen understanding. 
· Improve the access to and use of information learning technologies in learning assessment to make it easier for learners to monitor their own progress, collect and present evidence and work independently between assessment visits. 
· Ensure all assessors produce clearer written targets and actions following assessment and reviews, to enable all learners to review their progress more effectively between visits. 
· Ensure more formal teaching of literacy and numeracy takes place to improve support for learners with specific needs in English and mathematics.

What learners like:
· The help and support from their assessors.
· Gaining confidence and improving communication skills. Good opportunities to progress in their job role and within the company.
· Developing a good range of job skills that improves their work.
· Being able to choose specific modules for training that are linked to job roles.
· Being able to learn and gaining a qualification while working.

Learners would like to see improved:
· The amount of time they have to do their NVQ.
· The frequency and regularity of assessor visits in team leading.


What employers like:
· The improved skills of their staff.
· The way training has improved the aspirations of their staff.
· The good support from the apprenticeship team.
· The way the programme has improved team spirit.

Employers would like to see improved:
· The amount of information about the programme.
· The way assessors provide information about targets set for their staff.

Capacity to make and sustain improvement:
Superdrug has good capacity to improve. The company has only been offering apprenticeship training since 2007/08, with the first cohort of learners completing in 2008/09. The apprenticeship team has developed programmes to support the company’s own career structure and allow employees to progress while training for nationally recognised qualifications. Quality monitoring procedures identified performance issues with the first subcontractors used by the company to deliver training. 
As a result the company has significantly reduced the number it uses to three and has increased substantially the number of directly employed in-house assessors. This strategy is being developed across all provision. Current learners are making good progress and many are expected to complete before their expected end dates. All are attaining very good skills. Analysis of the impact of apprenticeship training on overall company performance shows that provision is highly effective, with measurable significant improvements to the business. Performance review and quality monitoring is improving success rates.


The self-assessment process is inclusive of all staff and learners, and judgements are realistic and based on evidence. The subsequent quality improvement plan is used to promote continuous improvement. Learners’ and managers’ feedback is gathered routinely and frequently and is used to develop provision. However, although the report broadly identified strengths and areas for improvement, it is too descriptive and insufficiently evaluative in the separate subject areas. Assessors’ views are not routinely sought or used.

Outcomes for learners:
Retail learners are highly motivated and are developing good customer service skills. Learners have greater aspirations for career progression. Learners’ confidence on team-leading programmes has improved and they take more effective approaches when dealing with staff. Learners’ written work is extensive, well researched and well presented. Learners enjoy the challenge of the projects they undertake as part of their programme.
Learners feel safe and have good knowledge of the policies that support them. They are well aware of the bullying and harassment policy and know what to do if they encounter this problem. Learners are clear about Superdrug’s procedures for keeping them safe, for example during early morning starts and late store working.

The quality of provision:
Trainers on the retail provision plan individual learning well. However, assessors for the team-leading provision do not always make good use of individual learning plans to plan learning in a sufficiently timely manner. Reviews are satisfactory. Retail assessors set challenging targets for learners that promote good progress. However, the targets they set in reviews for team-leading apprentices are not always sufficiently specific and measurable. 
Assessors have satisfactory qualifications and experience. However, they do not have the qualifications and experience to improve the numeracy and literacy skills of learners. 
Guidance and support are satisfactory. Most store managers fully support training and enable learners to spend time preparing for their assessor visits. The best managers also contribute by coaching their staff and providing helpful advice and guidance. A few managers, who have team-leading apprentices, do not allow sufficient time for off-the-job training and portfolio development. Managers do not have a common understanding about the role of the mentor. Most managers are mentoring effectively but a minority, where they are not located in the learners’ store, do not.

Leadership and management:
The monitoring of subcontractors identified issues around assessment, and the company has significantly reduced the number of subcontractors they use, putting in place a phased introduction of in-house assessors. The apprenticeship programme manager has developed good networks and links with external bodies to develop provision and qualifications that promote training across the retail sector. The company understands it has a role within local communities and promotes fundraising and charity work well within its stores. 
Performance management is good. Superdrug’s directors review overall achievements of the training programmes monthly. Managers in the apprenticeship team communicate effectively with staff responsible for learners employed in store. Managers have improved their management of subcontractors, strengthened service level agreements and ensure that regular quality meetings take place to oversee the quality of assessment and reviews. 
Superdrug does not use information technology in learning sufficiently. Although useful learning materials have been developed and placed on the staff intranet, the company does not provide sufficient access to computers for assessors and learners to use these resources readily as part of assessments, reviews and training. Other resources such as digital cameras and voice recorders are not used widely to vary the ways evidence is captured in portfolios.

Conclusion:
Further improve the recent increase in success rates. The company should actively monitor learners’ progress, success rates and timely completion data to ensure early identification and remedial action for learners making slow progress. Ensure all learners get regular assessor visits. Establish a skills-for-life policy that sets out how additional learning support for literacy, language and numeracy will be identified and delivered.  Improve learners’ access to online facilities to enable research and key skills testing.
Majesty’s Inspectors (HMI) carried out the inspection. Inspectors used group and individual interviews, telephone calls and emails. They looked at questionnaires learners and managers had recently completed on behalf of the employer. They also observed learning sessions, assessments and progress reviews. Inspectors collected evidence from programmes in each of the subject areas the provider offers.
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