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1. Key Information 
Assessment Type REVIEW 
Assessor’s Decision STANDARD MET 
Assessor’s Name MICHAEL YULE 
Visit Date 30 MARCH – 2 APRIL 2015 
Customer ID C12101 
Assessment Reference Number PN100865 
	  

2. Organisation – Information, Introduction and Overview 
Jancett Childcare and JACE Training Ltd and JACE Catering and Training Ltd are family run 
companies with children's day nurseries, afterschool and holiday clubs and work based training 
centres.  The Companies provide Study Programmes, Traineeships and Apprenticeships as 
well as bespoke courses to individuals and tailor made provision for some of the more 
vulnerable young people in the community.  The Jancett and JACE companies work in 
partnership with schools, local authorities and a range of other organisations in the community. 
 
Since the last assessment there have been a number of major changes within the organisation.  
The most significant has been the investment in JACE Catering and Training Ltd which has 
continued to grow with the main focus on catering for events.  Nevertheless, the Catering 
Company has also had limited involvement in Traineeships, the Study Programme and some 
Apprenticeship training. 
 
The strength of the organisation’s embedded information, advice and guidance (IAG) provision 
came to the fore during the recent recession and has been particularly effective.  For example, 
it was necessary to engage staff about a wage freeze as well as invite people to volunteer to 
take a six month break or a reduction in hours to ensure sustainability through this 
unprecedented period of restraint.  The sensitive and supportive way that this was handled led 
to sufficient people taking up these options so that no members of staff lost their jobs.   
 
Over the last six years of matrix assessments the assessor has been able to observe the 
organisation’s commitment to continuous improvement through investing in different ways to 
provide IAG support to all its stakeholders to meet their particular needs.  This person centric 
approach is highly regarded by learners and the many partner organisations who work with the 
Jancett and JACE companies on a regular basis. 
 
The different parts of the organisation have continued the journey towards introducing a more 
consistent and robust approach to business planning and this remains work in progress.  Goals 
for the future continue to focus on exceeding contract deliverables across the Skills Funding 
Agency, Education Funding Agency and 24+ Loans contracts and there appears to be a 
greater understanding around defining objectives/targets and outcomes at the beginning of the 
academic year. 
 
IAG has also been a major focus in business development.  Since the last assessment the 
organisation has taken on two Employment Liaison Officers to source new learners and to both 
manage and expand employer engagement activities.   In addition, the success of the new HR 
department, with a team of three, has allowed it to focus more on employment law as well as 
put in place supervisory and disciplinary procedures.  These processes have played a 
significant role in helping the organisation to put in place measures to support and retain people 
to prevent any possible dismissals.   
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One of the areas where IAG and support has had the biggest impact is in using the new Study 
Programme and Traineeships to provide pre-employment pathways to Apprenticeships or 
alternative career paths.  It has clearly demonstrated the value of developing young people’s 
soft skills to get them to a position where they can make informed decisions that are going to 
be more likely to sustain them in training and employment.    
 
Jancett Childcare and JACE Training Ltd andJACE Catering and Training Ltd is seeking 
reaccreditation to the matrix Standard to demonstrate that it continues to provide embedded 
information, advice and guidance support across the whole organisation in accordance with a 
national quality framework. 
 

3. Areas of Particular Strength  
A number of strengths were identified during the assessment. These are detailed below. The 
numbers in brackets refer to the element and criteria of the matrix Standard. 
• There has been a more robust approach to business planning over the last three years 

which has helped to successfully steer the organisation through the recession whilst 
allowing growth in necessary areas.  The introduction of a Quality Control Manager, an 
Apprenticeship Recruitment post, while at the same time strengthening HR through the 
induction and annual performance review processes, have also had their impact (1.1, 4.8)   
 

• The investment in new technology continues with the move to e-portfolios which has been 
well received by both staff and learners.  In addition, the e-portfolio system is linked to an 
excellent J-Pad Virtual Learning Environment (VLE).  This comprises the J-Pad Learning 
Resources and J-Pad e-Learning Assistant.  Staff are continuing to develop these 
resources to make them more interactive and interesting demonstrating that they are really 
meeting the expectations of young people (4.7) 

 
• Jancett and JACE have made a significant investment in Advice and Guidance 

qualifications over the last three years which has continued to raise the skill levels and 
competencies of staff.  The benefits may be seen in the quality and success of the IAG 
provision to young people coming on to Traineeships and the Study Programme.  It is also 
very visible in the partnership work, for example, with local authorities in supporting the 
more vulnerable 16-18 year olds (2.4) 

 
• The support for staff development through performance reviews, supervisions and CPD 

continues to impress.  As a result, staff are loyal and tend to remain with the organisation.  
Although there is a high turnover in some areas this is largely due to maternity leave.  Staff 
are encouraged to progress to new roles within the organisation, further stimulating 
retention.  Nevertheless, the strength is also a weakness as a number of the more senior 
Childcare practitioners are resistant to two primary objectives, namely: to have all Childcare 
Managers degree qualified; and to achieve Ofsted Grade 1 across all settings (2.4, 4.6) 

 
• Jancett and JACE continue to enjoy a good reputation for their ability to communicate well, 

both internally with staff and externally with partner organisations.  Staff are regarded as 
open and easy to engage with and refreshingly clear about the IAG support that is on offer.  
The organisation’s reputation is such that partners trust staff to provide the right IAG 
support at the right time focussing on the individual needs of learners (1.2 1.8)   

 
• The initiative to develop a new mascot for Jancett and JACE created a project that led to 

wide consultation of staff and other stakeholders.  From this emerged Jazzy, the elephant, 
to champion the organisation in the community, to open new doors, to attend events and to 
engage with children and staff in their own nurseries and clubs.  It has also led to design of 
new and updated Company logos (1.6  4.8) 
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4. Areas for Continuous Improvement  
A number of areas for continuous improvement were identified during the assessment which 
could enhance the service delivered. These are detailed below. The numbers in brackets refer 
to the element and criteria of the matrix Standard. These will form the basis for discussion at 
the Continuous Improvement Checks (CIC) conducted twelve and twenty four months from the 
date of this assessment. 
• Good progress has been made in upskilling staff with Advice and Guidance training but 

Jancett and JACE might wish to continue this process to ensure that all staff members have 
an appropriate level of training and understanding of CEIAG.  This might include the 
following: 
 

o Providing formal Advice and Guidance qualifications for those staff involved in 
interviewing young people across all programmes (2.3, 2.4) 
 

o Awareness training for all staff, possibly through J-Pad.  Suitable training material 
could be designed and implemented by an already qualified Level 4 practitioner 
(2.4, 3.1) 

 
o Include the training as part of the corporate induction process (2.5) 

 
• Although target setting is part of the annual performance review process it would appear to 

be more about action points related to work with less emphasis on personal targets.  Also, it 
is not clear how individual’s targets link to IAG aims and objectives and the more strategic 
ones of the organisation (1.1, 1.2, 4.6)  

 
• The Company’s induction processes have been strengthened and have been made more 

consistent across all areas.  However, Jancett and JACE could benefit from validating and 
auditing the processes to ensure that they are rigorously observed.  It could be useful to 
gather feedback from individuals from initial induction until they become competent to work 
on their own, without being shadowed, and to use the information to inform future 
development (2.5, 4.8) 
 

• Jancett and JACE have good self assessment processes in place to review performance 
over the last year.  Most years, the organisation uses the SAR process, which informs the 
QIP or Development Plan.  Nevertheless, it is not clear how the organisation analyses the 
outcomes of areas such as performance development reviews, CPD and feedback to 
inform IAG provision for the year ahead.  The introduction of new posts such as the Quality 
Control and HR managers could present a real opportunity to do more in these and other 
support areas (4.8)   

 
• Gathering feedback from stakeholders is rigorous and varied but there is little evidence of 

publicising what has been learned and the actions taken.  Introducing a ‘you said ... we did’ 
process could help to show how the organisation listens but also takes the appropriate 
action. This could be done in a variety of ways through the website, newsletters and 
posters.  Evidence shows that this approach encourages further engagement in feedback 
activity (4.3) 

 
• The introduction of the Study Programme and Traineeships has proved to be good pre-

Apprenticeship routes into Level 2 Intermediate programmes.  Learners have the 
opportunity to really test whether the career path is right for them.  For those learners 
whose entry is directly into Level 2 programmes the opportunity for a ‘two-day taster’ could 
be insufficient time for both parties to make up their minds.   
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Jancett and JACE might like to consider offering up to 2-4 week structured work 
placements across nurseries and clubs to give learners a full flavour of the industry as well 
as more choice and time to ensure that the career path meets their needs (3.1) 

 
• When thinking about outcomes and the added value or impact they are having, Jancett and 

JACE might wish to define some soft outcomes and use them as measures of success for 
the IAG service through, for example, measuring distance travelled. The organisation could 
monitor and evaluate learner outcomes for those young people with multiple barriers to 
learning.  The objectives could include improving their wellbeing and Employability Skills to 
become work ready (1.5) 

 
• Senior Management understand the benefits of clearly defining (upfront) the organisations 

measurable IAG aims and objectives which clearly link to the more strategic objectives of 
the Company as well as defining (upfront) learner outcomes to be used as measures of 
success for the IAG service.  This follows the concept of plan, do and review.  It will also 
help Directors and staff at all levels to have a clear understanding of where the Company is 
heading, how it is going to get there and how it will know when the destination has been 
reached.  It is also important to remember the linkage between the criteria of 1.1, 3.2, 4.1 
and 4.2 (1.1. 1.5) 

 
• JACE Catering, since its inception around two years ago, has progressed well against its 

primary objectives of becoming profitable and achieving sustainability. As a result, staff 
performance reviews, supervisions and CPD have not been a high priority.  Now could be a 
good time to:   

 
o Embed a more structured approach to performance reviews and staff development 

along the lines of Jancett Childcare and JACE Training Ltd (2.4, 4.6) 
 

o Develop a structured approach to CPD for permanent staff in addition to the 
statutory requirements (2.4) 
 

o Consider how regular casual/bank staff could be supported in developing Company 
values and codes of practice/conduct around service delivery and customer service.  
This could, potentially, add value to the Company and contribute towards repeat 
business and retaining customers (2.4) 

 

5. Methodology  
The following methods were used to gather evidence against the matrix Standard during the 
assessment process.  
 

• Visits to Jancett House, Graylaw House, the Crawley Office and Jancett Nursery (4) 

• Individual and group interviews with the Senior Partner, Directors and staff from across the 
organisation (28) 

• Individual and group interviews with learners and clients, including Apprentices and 
Trainees, from across all programmes (12) 

• Face to face and telephone interviews with partner organisations (5) 

• Feedback to a Director and senior managers (6) 
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• Review of naturally occurring and supporting evidence that included business planning 
working documents as well as a range of policy documents, marketing and other resources 

• Observation of premises, equipment and information resources 
 

6. Findings Against the matrix Standard 
 
1. Leadership and Management 
The way in which the organisation is led and managed to develop an effective service 
 
Jancett Childcare, JACE Training and JACE Catering all have very different approaches to 
business planning over the next three to five years but there is an overarching approach led by 
the Senior Partner.  There does, however, appear to be a commitment to move towards one 
Strategic Plan for the whole organisation.  That said, business planning is robust and the 
Directors and senior managers have clear visions of where each part of the Company is 
heading.  One significant change Partners spoke about is the appointment of a Quality Control 
Manager who is now tasked with reviewing and analysing performance data and producing 
reports predominantly, but not exclusively for JACE Training.  It is easy to see how this 
requirement for KPI reports could be expanded across the whole Company.  Examples of IAG 
objectives identified during the assessment included: training 6 Hub Managers and assessors 
to Advice & Guidance Level 3 over an 18 month period; growing the number of base 
qualifications from seven to ten; and by 2015 achieving degree led Nurseries at Ofsted Grade 
1, Outstanding.  
 
The Directors and senior managers have a very hands on approach to running the organisation 
and like to lead by example.  They believe in not asking staff to do what they are not prepared 
to do themselves.  There are regular meetings at all levels to provide good direction to staff and 
to implement policy changes which are often and varied.  At interview people spoke about 
being fully engaged in this process and having plenty of opportunity to make their views known.  
Senior staff spoke about being committed to continue the drive to achieve an Ofsted Grade 1 of 
Outstanding for more nurseries and settings and to up skill managers to achieve their degrees.  
All stakeholders spoke about the excellent communication throughout the organisation.  What 
is particularly impressive is that senior managers have a detailed understanding of what is 
going on within the business on a daily basis and are quick to step in and support staff before 
situations develop. 
 
“Information sharing has continued to improve and we are now being even more inclusive with 
our staff.” 
 
The Company’s approach to managing and developing policies is very robust.  The 
Organisational Handbook may be accessed through the staff internet and hard copies are 
available within each setting.  There is a monthly calendar for the review of policies and 
procedures where people are invited to meetings to contribute to this review process.  There is 
a strong emphasis on policies such as Equality & Diversity, Confidentiality and Impartiality and 
staff spoke about these being covered in some detail during the induction process.  The need 
for professional integrity is paramount and people explained that guidance is contained on 
Companyweb (staff intranet) and through the staff performance and development process.     
 
Jancett and JACE are very aware of the need to keep up-to-date with the many changes in 
legislation that impact on the Childcare and Catering sectors.  Staff spoke about the constant 
vigilance to ensure that Safeguarding and Health & Safety of children and young vulnerable 
people is monitored and maintained.   
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It was particularly encouraging to note that young people on Study Programmes and 
Traineeships in the classroom as well as apprentices in settings were well aware of the 
responsibilities and the importance the Company places on these areas.  This speaks well of 
the training provided.  There is a Health and Safety Committee for the Company and risk 
assessments are conducted across all premises.  Staff explained that the Company has clear 
guidelines to ensure that changes in legislation are identified and implemented.  For example, 
staff use HSE for Health and Safety and the County Council regularly send links to changes 
and updates such as those around Safeguarding and Equality and Diversity.  In addition, many 
changes are sourced through the web and Directors have the responsibility to notify staff about 
changes in their area. 
 
Learner outcomes continue to be well defined, particularly in individual learning plans (ILP), 
around progression routes or through a moving on plan to further learning or employment.  For 
staff, there is a training and development plan for each setting or office identifying the up-
skilling necessary to meet new qualifications delivery in area offices or to meet future 
mandatory minimums in settings.  What continues to be apparent is that Jancett Nursery and 
Playsafe Club staff remain generally more reluctant than their JACE Training colleagues to be 
highly motivated to gain Level 4 and above qualifications.  However, the introduction of regular 
one to one quality contact time and a more robust approach to annual performance reviews 
and staff development activities are helping to influence this process.  The introduction of the 
new KPI reports provide clear evidence of starts and progression routes for the Study 
Programme, Traineeships, Intermediate and Advanced Apprenticeships.  The KPIs also include 
retention rates for each programme.   
 
Marketing staff explained that their primary objective is to make sure that what the Company is 
saying is understood in the community.  Staff provided an example of a new nursery 
information pack setting out the quality of the Childcare and the support provided to the children 
and their parents.  Regular advertisements in local newspapers signpost people to the 
opportunities available though the Day Nurseries, Playsafe Clubs and training opportunities.  
The website has recently been updated and the organisation is committed to continually 
reviewing and updating the IAG content on the website.  Training and Apprenticeship vacancies 
are regularly updated on the website and a number of learners spoke about this route into 
training.  Staff are continually seeking feedback to use as testimonials and a number of case 
studies seen onsite clearly showed the level of support provided throughout the learner journey.  
Staff attend a wide range of events and explained how they were particularly active at twenty-
three events during the National Apprenticeship Service (NAS) Week.  Staff are also heavily 
involved in the National Careers Guidance Week, School Careers events and Fetes, as well as 
at After School Clubs and Nursery open mornings.  In addition to leading on the project for the 
new mascot, Jazzy the elephant, staff are developing new logos for each of the three areas 
within the Company. 
 
People are continually being encouraged to review the IAG support that is in place to offer 
improvements to service delivery.  During assessment interviews staff regularly commented 
on the effectiveness of communication within the Company leading to meaningful change.  
Regular standardisation meetings, room reviews in settings and team meetings across the 
organisation continue to seek staff views on how to inform future planning.  For example, in 
order to encourage more healthy lifestyles, HR proposed the idea of certificated Health 
Champions.  Other suggestions from staff included: becoming specialist points of contact, to 
deal with specific areas while at the same time having an overview of all activities in their area; 
and to trial opening Nurseries at 7am to accommodate parents who need this flexibility.  This 
has now been implemented in one nursery.  Jazzy, the elephant, and the new logos have been 
other ideas put forward.   
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Since the last assessment the Business Development Unit has been boosted with new staff to 
develop external relationships to bring in new business through working more closely with the 
Company’s marketing and recruitment areas.  This now includes peripatetic Employer Liaison 
Officers working across all areas of the Company.  Staff explained that there is also a focus on 
alternative programmes to develop working relationships, for example, with high schools on 
functional skills, employability and different pathways.  Close working relationships continue to 
be forged with local authorities to deliver employability training for specific projects and to 
support careers advisers in schools.  Staff spoke about their networking meetings across many 
different boroughs that included Sutton, Merton and Croydon.  Examples were given of 
attending breakfast networking events and working on employer engagement across all areas.  
Although their work does include randomly cold calling employers their reputation is such that 
they are beginning to build up a portfolio of employers wanting repeat business and using the 
Company as a preferred training provider.   
 
“They are really open and easy to engage with.  I never feel they hide anything.  They are very 
quick to get back and it is clear that there is trust in both directions.  JACE really get it – 
learners are at the heart of what they do.” 
 
“Our partnership work has got off to a really good start.  It has been totally transparent and just 
brilliant for us.” 
 
2. Resources 
The assets invested and applied in providing an effective service 
 
One of the biggest challenges for the Jancett and JACE companies has been to successfully 
come out of the recession.  Staff spoke about the rationalisation of some offices together with 
the opening of a new one in Greenwich with the possibility of opening a skills centre in the 
same area in the not too distant future.  During this period of time there has continued to be a 
programme of developing and updating settings with new resources and initiatives geared to 
supporting the development of children.  Breakfast, After School and Holiday clubs continue to 
grow and the Company has been able to respond to this need.  This growth, staff commented, 
has also led to the need for five new Managers which have largely come from within.  As part of 
the Company’s policy to strengthen its approach to business planning and development, a 
number of critical roles have been added that have included Quality Control and HR Managers 
and an Employer Liaison Officers.  Finally, JACE Catering and Training has continued to move 
towards profitability and sustainability. 
 
One of the biggest changes since the last assessment has been the accessibility of online 
learning resources for learners and staff through the introduction of the Learning Assistant e-
Portfolio and J-Pad VLE.  Learners spoke about the ability to easily access unit resources, 
PowerPoint presentations, and a range of in-house material, including some that were 
interactive, to support their understanding and to help them complete their individual 
assignments.  Learners explained how they upload their work to J-Pad which also has links to 
different legislation, EYFS resources, youtube videos, web links and recommended textbooks.  
Staff gave examples of the resources, including those for people with additional support needs, 
in place to support learners when they came into centres for regular workshops and functional 
skills training.  A number of learners spoke positively about the quality of this teaching and how 
they have benefitted, for example, from employability skills training. 
 
Discussions with staff around job descriptions and personal specifications confirmed that the 
skills, knowledge, competencies and qualifications are clearly defined.  A number were 
reviewed during the assessment and it is clear that they are very comprehensive.  The Nursery 
Manager’s role, for example, clearly states the need for the post holder to be competent at 
leadership and management within their nursery setting underlining the level of responsibility 
placed on this role.   
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Staff confirmed that these documents are reviewed annually and both examples seen were 
dated 29 September 2014.  A number of new starters commented positively that the job 
descriptions and specifications generally reflected the requirements of the role and were very 
useful during the recruitment process.  For some staff, the competencies are evaluated during 
the independent observation processes that are in place.   
“One of the strengths of this role is that I am able to deal with issues soon after they occur and 
follow them up to check on satisfactory resolution.” 
 
Staff development through CPD continues to be a priority within the Company.  There is an 
annual training request form which is sent out to all staff and a published annual CPD 
programme of training days that vary across each part of the organisation.  JACE Training, for 
example, has four days in August; Nurseries have CPD on Saturday mornings; and Playsafe 
Clubs during the working day.  Recently, there has been some initial and refresher training 
around Safeguarding and managing the performance of staff, as well as Advice and Guidance 
Level 2 training for selected individuals.  For the most part, local managers are responsible for 
ensuring that staff are current with their mandatory training and for informing HR who maintain 
a complete record of CPD activity on the Simply Personnel database.  Managers explained that 
there will be two training days in April around government changes to Early Years, Functional 
Skills and GCSEs in English and Maths.  A member of staff explained how the Company 
recently paid for her to go on a business course with a target to bring on a new idea and see it 
through.  This led to the project that delivered Jazzy, the elephant.  A number of staff spoke 
about their personal experiences of being encouraged through staff development and CPD to 
progress to new roles within the Company.   
 
Although there has been a well defined and structured induction process for staff for many 
years the process is currently under review once again following feedback from staff.  
Nevertheless, at present there is a one and half day Company induction, which has its own 
checklist and is extremely comprehensive covering, amongst much else, all relevant legislation.  
There are also different local checklists, customised for each area which are equally 
comprehensive.  Just recently the Company induction has been made a little shorter with 
Operational Managers having a bigger role in the event.  The Company inductions are now 
arranged for different areas instead of the previous system involving a mix of staff from all 
areas.  
 
“I was very clear about what was expected of me.  There were no false promises or hidden 
surprises and managers had a really nice approach and attitude.  Right from the start we 
discussed potential training that I should do.” 
 
3. Service Delivery 
The way in which the service is delivered effectively 
 
Staff are very aware of the elements of their work which involve IAG and learner needs.  In this 
respect, the Company continues to have a strong focus on the initial assessment and interview 
process, including the Into Training Days (ITT), to ensure that potential learners are placed on 
the right course at the right time or signposted elsewhere.  Senior managers explained that the 
cohort of initial assessment/interview staff is very aware of the importance of their role in 
defining the service offering and testing learner understanding of the possible outcomes.  A 
large proportion of this work is currently undertaken by more senior and experienced mangers.  
Each learner must complete paperwork that will help to identify their learning and support 
needs during this process.  There is good and effective use of ILPs/Action Plans and staff 
spoke about the teaching that is done in some of the local schools to help young people choose 
appropriate pathways including Traineeships and the Study Programme.  Learners spoke 
positively about these programmes and gave examples of what they expected to achieve. 
 



11  TMX – Report Template 
  V4 – 23.11.14 

 

“We need to focus on progression and the pathways available following completion of an 
Apprenticeship.” 
 
Staff were able to explain how learners are made aware of the IAG support available and of 
their entitlement to access it and how significant effort is made to identify a potential learner’s 
needs following initial application.  In addition, the organisation prides itself on working in 
partnership with a number of local schools and local authorities to provide an impartial 
approach to young people to make them aware of the pathways that could be open to them.  
The Study Programme, Traineeships and Apprenticeship pathways through Jancett and JACE 
are also explored but only in conjunction with many other options.  Staff who had undergone 
the Advice & Guidance qualification spoke positively about the additional skills this provides 
when working with young people and particularly those with multiple barriers to learning and 
work.  Those learners on the Study Programme and Traineeships commented favourably on 
the benefits of employability and functional skills training as well as the progression 
opportunities available to them within Jancett and JACE with the growing number of 
qualifications offered.   
 
Since the inception of Foundation Learning and now with the introduction of Traineeships, 
Study Programmes and ITT days it has become very much clearer for staff to demonstrate 
impartiality and objectivity in the provision of IAG support.  Learners/clients experiences during 
interview confirm that service delivery is centred on the individual whose interests come first.  
This was also particularly evident when talking to a number of partners during the assessment.  
Staff commented that this is now enshrined in the organisation’s values.  Staff spoke openly 
about being aware of the need to provide an impartial service and gave examples of how the 
effectiveness of this approach may be evaluated during the observation regime that is firmly in 
place including at the critical times of initial interviews and assessment.   
 
Staff and learners were able to give a number of examples of how they provided or were 
provided with options and choices.  For example, one learner at interview discussed the relative 
benefits of staying at College to complete GCSEs in English and Maths this summer before 
applying for a Level 3 Apprenticeship in September.  Once the various options were explained 
the individual made the decision to stay at college.  Another example included discussing with a 
young person the choice around becoming a play therapist first before progressing into social 
work.  Staff spoke about attending Careers Hot Seat events at schools to give young people a 
broad spectrum of potential career pathways to think about in a short space of time as well 
attending Parents’ Evening talking about post-16 options.  Staff commented on the progression 
options which are offered to learners and how these often influence the discussions around the 
targets and goals that were initially laid down at the start in their ILPs or action plans. 
 
“They are very friendly and welcoming.  They have helped us to form a nice group and 
encouraged us to help each other and discuss progression options amongst ourselves.” 
 
The move to e-portfolios has made a big difference since the last assessment.  Staff spoke 
positively about the support they provide learners around selecting units and the need for 
matching units to locations and individuals.  Learners now have easy access to the Learning 
Assistant e-portfolio system and the online J-Pad VLE and the use of other packages such as 
Barclays LIfeSkills around employability to help young people unlock their potential.  Staff gave 
examples of working with the Tuesday group, for example, on how to access the library, as well 
as how to access information from the internet to improve their soft skills. 
 
“I moved from my previous setting because the provider was only giving us monthly workshops 
and we needed more. JACE do them weekly, which is just great.” 
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Staff involved in the initial interview and assessment processes were able to provide good 
examples of signposting and referring young people to other provision within JACE Training, 
such as Study Programmes or Traineeships, before recommending recruitment to 
Apprenticeship programmes.  Other examples of young people being signposted elsewhere 
included potential learners with special needs that could be more suited to a full-time college 
programme.  Staff and partners spoke about the organisation receiving a significant number of 
referrals from Youth Workers, the Foyer, Find It Out Shops and jobcentreplus.   
 
4. Continuous Quality Improvement 
The way in which the service provided is reviewed and improved on an ongoing basis 
 
The Company takes a proactive approach to measuring and evaluating its IAG support and its 
progress against service objectives to identify improvements in IAG provision.  Although the 
use of data to inform decision making is very well developed and effective it is not particularly 
transparent.  However, the new Quality Control Manager has a remit to develop a set of KPIs 
and to report performance against them on a weekly, monthly and quarterly basis.  As she has 
only been in post a couple of months this will take time to develop.  Nevertheless, the 
organisation continues to make good progress against some the objectives that it has 
identified.  For example: six staff completed their A&G Level 3 and are using these skills to 
improve retention by a further 10%; and the number of qualifications has grown to ten with an 
expectation to grow year on year to ensure there continues to be a diverse field to offer 
provision.  Although the objectives to achieve degree led Nurseries at Ofsted Grade 1 has yet 
to be achieved, Directors/Partners are now looking at introducing some kind of quality 
assurance framework to provide a consistent approach for all Nurseries to move from ‘Good to 
Outstanding’. 
 
Since the last assessment the Company has improved its ability to track learner progress 
through the online e-portfolio system and through the data management of learner records.  As 
a result, staff explained they are now in a better position to monitor and evaluate learner 
outcomes to support and improve service delivery.  The new KPI reports have added clarity 
and transparency to this process and managers explained how they will refine the reports over 
the coming year with experience.  Comparisons between 2013/14 and August 2014/January 
2015 for the number of starts and retention percentages show growth/improvement as follows: 
Study Programme 88/115 and Intermediate Apprenticeships 87.5%/94.3%.  With respect to 
destination data for the same periods the comparisons around Traineeships progression to 
another programme show 24 out of 49 starts and 11 out of 28 starts and for Advanced 
Apprenticeships still in learning show 79 out of 114 starts and 56 out of 59 starts.     
 
Feedback continues to be an important measure to gauge learner satisfaction and 
understanding of the programmes people are following.  Evaluations of the different workshops 
and regular six-weekly progress reviews for apprentices allow staff to put in place support 
measures when young people appear to be at risk.  Learners commented that they really 
appreciate staff continually testing their understanding, for example with functional skills 
learning.  Staff and learners recognised the benefits of front loading functional skills learning to 
get the qualification completed at the earliest possible time.  Settings continue to regularly 
survey parents asking for suggestions and enlisting their support whenever the opportunity 
arises.  Partners and employers spoke about being engaged and consulted knowing that their 
suggestions would always be listened to.  A Workforce Survey was conducted towards the end 
of last year but the results have yet to be shared with the staff.  Nevertheless, a staff member 
explained she has made a suggestion to introduce team building days and has every 
confidence this will be taken forward.    
 
“My only criticism is that the decision makers don’t always come to the meetings.  Apart from 
that, they are really, really supportive and working with them has been a pleasure.  They are 
always seeking my feedback.” 
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Since the last assessment the Business Development team and new Employer Liaison staff 
continue to strengthen their networks to maintain personal contacts leading to repeat business.  
One partner commented that Jancett & JACE are very good at promoting events on behalf of 
their partners and will provide ambassadors whenever asked to do so. Partners spoke about 
regular review meetings to track progress against contract/deliverables and what always stood 
out was JACE Training’s commitment to positive outcomes and next steps.  Managers spoke 
about their commitment and involvement with local partnership groups and Networks across 
Surrey, Sutton and Merton in particular.  People in the community explained that the Company 
has many years of good experience to offer other training providers and is always prepared to 
share its good practice. 
  
“They have been very successful since winning the contract.  The nurture and the range of 
what they offer is marvellous.  The outcomes have been great and they are passionate about 
outcomes for young people.  What has been so good is that there are real job opportunities and 
progression paths at the end of it all and they always make sure there is a next step.” 
 
“What I like about JACE is that they properly assess all learners.  They will often work with 
them for quite some time before deciding the best pathway.” 
 
“JACE has been really good at delivering impartial CEIAG.  They offer exactly what is needed 
for the more vulnerable young people in society.” 
 
Jancett and JACE continue to have a robust and structured approach to quality assurance (QA) 
and quality control built up over many years.  Monthly site visits and inspections, management 
audits and regular room progress reviews remain features of this process.  In addition to 
numerous external audits there are regular Quality Evaluation visits from awarding bodies and 
an excellent approach to internal IQA audits.  The latter are regular, thorough and well 
documented and the resulting actions are discussed at standardisation and team meetings.  
Managers confirmed that there have been no actions following recent moderating visits such as 
those from CACHE, NCFE, C&G and Highfields.   The Quality Working Group for Policies and 
Procedures meets regularly in accordance with the annual cycle for their review and where 
there are any changes in legislation, for example, around Safeguarding, these changes are 
brought to people’s attention right away.  Marketing confirmed that the content of the website is 
audited regularly.  The more recent monthly standardisation meetings have focussed on 
changes to awarding body paperwork, legislation and individual standards.  As an example, 
staff spoke about the new standards in Youth Work. 
 
All those spoken to confirmed that they had their annual appraisals and contact times and 
continue to find this a both challenging and supportive process.  A recent improvement in the 
last twelve months has been the introduction of supervision forms to identify areas where 
people needed support or to be used for the basis for discussion.  Details of appraisals and 
contact time are held on the database, Simply Personnel, and recent arrivals explained how 
they followed the Company probationary period process that has been in place for some time.  
The appraisal includes a 360 degree process covering areas such as personal efficiency, 
communication, job knowledge, training requirements as well as a self-evaluation.  Target 
setting continues to be more about action points related to work rather than personal 
objectives.  Training needs, staff commented, are identified and this continues to be a major 
focus.  Directors and senior staff were quite clear about the importance of up-skilling and staff 
confirmed during interview that they feel well supported and confirm that development needs 
are readily addressed to ensure they are competent to meet the aims and objectives of the 
service.   
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Staff and learners continue to benefit from online e-portfolios and the introduction of the J-Pad 
VLE.  It was very encouraging to hear from the learners that the e-systems are relatively easy 
to use and that they are quick and responsive.  Learners spoke positively about the ease with 
which they are able to access a wide range of resources.  Staff gave an example of how they 
are using the new Storyline software with J-Pad to creative more interesting and interactive e-
packages to support people with their learning.  Although the use of social media, such as 
Twitter, is very embryonic at this stage staff can see the potential.  They are, nevertheless, 
moving cautiously.  Assessors spoke positively about having laptops and mobile phones as 
well as the plans to trial iPads in the not too distant future.   
 
At the last assessment three years ago the Company used a Self Assessment Report (SAR) 
and Quality Improvement Plan (QIP) as the basis to show how continuous quality improvement 
(CQI) was measured and evaluated.  This is now very much at the centre of the organisation’s 
review mechanisms to inform the future aims and objectives of the IAG service although on this 
occasion the last Ofsted Report replaced the SAR/QIP.  Senior managers commented that in 
future the organisation will revert back to the traditional SAR/QIP.  Senior managers also spoke 
about fully involving staff in this process throughout the year which was confirmed during 
numerous interviews.  Jancett and JACE remain committed to becoming an Outstanding Ofsted 
Grade 1 organisation, to raise the aspirations of all learners and to improve success rates.   
Staff also spoke about using feedback from stakeholders, such as action plans from external 
quality reviews, as well as outcomes from other feedback mechanisms to inform this process.  
With the centralisation of the HR functions over the last 18 months, it is anticipated that 
Operations Managers should spend less time on staffing and personnel matters to concentrate 
on improving the quality in the settings.  Also, in 2014 JACE Traning began restructuring to 
ensure changes in the market place were reflected in the delivery of services.  There has been 
a greater emphasis on quality through Area Hub teams with the inclusion of quality assurers.   
 

7. Conclusion 
Since the last assessment the Jancett Childcare and JACE Training Ltd and JACE Catering 
and Training Ltd companies have continued to grow despite some difficulties during the 
recession.  The organisation’s commitment to strengthen its embedded information, advice and 
guidance (IAG) provision in particular has been a major success story.    For example, IAG has 
been a major focus in business development activities and it has continued to have a significant 
impact within the Study Programme and Traineeships to provide pre-employment pathways to 
Apprenticeships or alternative career paths.  IAG has already demonstrated the value of 
developing young people’s soft skills to get them to a position where they can make informed 
decisions that are going to be more likely to sustain them in training and employment.  The last 
six years of matrix assessments has continued to confirm the organisation’s commitment to 
continuous improvement as well as to its person centric approach which is highly regarded by 
learners and the many partner organisations who work with the Jancett and JACE companies 
on a regular basis. 
 
Continuous Quality Improvement (CQI) is at the heart of the matrix Standard and organisations 
are now required to demonstrate that they are embracing and undertaking CQI.  This will be 
demonstrated through the annual Continuous Improvement Check (CIC) at 12 and 24 months 
after accreditation or re-accreditation.  The 12 month check will focus on the Areas for 
Continuous Improvement identified during the organisation’s assessment / review and any 
other development activities the organisation has implemented.  The 24 month check will focus 
on those areas still outstanding as well as any emerging themes in preparation for the 
organisation’s review after 36 months.  Organisations are encouraged to begin this process 
following receipt of the assessment report and not wait until closer to the 12 or 24 month 
periods. 
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8. The matrix Standard Evidence Grid 
Criteria  Met  Not Met Strength  AfCI 
The service has clearly defined measurable aims and 
objectives which link to any wider organisational strategic 
aims. 

1.1 

!  ! ! 

The service is provided with clear leadership and direction 
1.2 !  ! ! 

The organisation implements policies to promote equality 
and diversity, impartiality, confidentiality and professional 
integrity in all aspects of service delivery 

1.3 

!    

The organisation complies with existing and new legislation 
which might impact upon the service 

1.4 
!    

The organisation defines client outcomes and uses them as 
a measure of success for the service  

1.5 
!   ! 

The organisation promotes the service in ways which are 
accessible to all those eligible to use it 

1.6 
!  !  

Clients and staff influence the design and development of 
the service  

1.7 
!    

The organisation establishes effective links with other 
appropriate partnerships and networks to enhance the 
service 

1.8 

!  !  

The organisation uses its resources effectively to deliver the 
service 

2.1 
!    

Clients are provided with current, accurate and quality 
assured information which is inclusive 

2.2 
!    

The organisation defines the skills, knowledge, 
competencies and qualifications, in line with current national 
recognised professional qualifications and frameworks, for 
individual staff roles, linked to the aims and objectives of the 
service 

2.3 

!   ! 

Staff are supported in undertaking continuous professional 
development and provided with opportunities for career 
progression 

2.4 

!  ! ! 

Effective induction processes are in place for all staff 
2.5 !   ! 

The service is defined so that clients are clear about what 
they might expect 

3.1 
!   ! 

The service is delivered effectively to meet its aims and 
objectives 

3.2 
!    
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The service provided is impartial and objective 
3.3 !    

Clients are given appropriate options to explore and 
understand that they are responsible for making their own 
decisions 

3.4 

!    

When exploring options, clients are provided with and 
supported to use appropriate resources including access to 
technology 

3.5 

!    

Clients benefit from signposting and referral to other 
appropriate agencies or organisations 

3.6 
!    

The organisation measures and evaluates the service 
against its stated aims and objectives and identifies 
improvements 

4.1 

!    

The organisation monitors and evaluates client outcomes to 
support and improve service delivery 

4.2 
!    

The organisation evaluates feedback on the service to build 
upon its strengths and addresses any areas for 
improvement 

4.3 

!   ! 

The organisation evaluates the effectiveness of its 
partnerships and networks to improve the service 

4.4 
!    

The organisation defines quality assurance approaches 
which are used to improve the service 

4.5 
!    

Staff performance, linked to their role within the aims and 
objectives of the service, are reviewed and evaluated  to 
improve the service 

4.6 

!  ! ! 

Effective use is made of technology to improve the service 
4.7 !  !  

The organisation continually reviews improvements to help 
inform the future aims and objectives of the service 

4.8 
!  ! ! 

 
 


