
10Ways to 
Frustration

10Ways to AvoidFrustration
Owning a salon isn’t easy. 

Savvy professionals offer 10 tips
to help ease your frustration.
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I
’m always stunned by the negative remarks com-

municated by business owners in our industry.

Many owners of both commission and rental

salons reveal strong feelings of frustration with

their work lives. When I’m speaking to them, the despair

at the difficulties they face at their salons is palpable. 

These nine beauty professionals, through trial and

error, have discovered some solutions that may help you

through your own frustrations.
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Frustration: “With no business 
background, how can 

I train a staff?”
Solution: “The Salon Association
(TSA),  is dedicated to the 
success of independent owners. Among
other benefits, we provide salon owner-
directed business seminars in our yearly
Symposium. It’s not a show; there are
only management techniques and suc-
cess strategies from top-notch educat-
ing practitioners. Owners who attend
find hope, camaraderie, inspiration and
valuable business information from this
motivating program.” —Jill Kohler, 
TSA managing director, 800/211-4872 

Frustration: “My techs think 
I make loads of money and
everything is a write-off.”

Solution: “I’ve heard of techs who
think, ‘She won’t miss one bottle of
polish—she can afford it.’ Employee
pilfering is an ongoing problem.
When inventory and cash are tracked
on computer, this knowledge alone
deters most employees from taking
products. Also, emphasize to the staff
how theft hurts business and ultimate-
ly hurts each employee because it
directs funds away from productive
uses like education and remodeling.”
—Fred Dengler,  Founder, Mikal
Corporation, Cincinnati

Frustration: “My staff 
doesn’t work as a team.” 

Solution: “I was provided with the best
training in working with and manag-
ing people. I’ve learned to accept
what people bring to the job. I’ve also
learned not to get bent out of shape
because others don’t do things exactly
the way I do them. The technicians
and auxiliary employees respond to
the advantages of working together,
and my positive management style 
fosters a sense of unity. I hope the day
never comes that I get out of this 
business because I’ve lost my faith in
people.” —Jan Studesville,  Just Nails,
Madison, Wisconsin

Frustration: “My techs don’t 
take responsibility for what’s
going on in the salon.”
Solution: “I believe in reinforcing rules
and objectives on a regular basis. I tell
every new employee what my expecta-
tions are, and I bring in speakers and
trainers regularly to motivate and 
reinforce the information. I also use a
‘team method’ of hiring, in which 
several interviews are conducted and
the candidate is made aware of other
employees’ expectations as well. —
Marc Branca, Studio Branca, St. Louis

Frustration: “My techs 
don’t talk to me except 

to complain.”
Solution: “The best way to prevent an
unhappy  staff is to hire employees cau-
tiously. If you hire enthusiastic and con-
scientious people, you’ll have less
turnover and staffers will be more pro-
fessional, respect each other and work
as a team. Is it hard to find such
employees? It can be, but it’s better to
take your time and find them. An
owner should never hire an employee
just to ‘fill a chair.’ Such a hasty act
often results in a problem employee.”
—Michele Cordes, owner/nail 
technician, The Complete Nail Spa,
Silverdale, Washington

Solution: “The whole system is only as
good as its parts and each person within
the salon contributes to the system. One
of my booth renters, Karen Baermann,
worked with me for nearly 20 years. I
know what we have at Hair Razors is spe-
cial, and it’s because we have a great staff
of professionals. In all the years we’ve
been open with 12 independent contrac-
tors in house, we’ve only had two people
leave—and both were dismissals for the
benefit of the salon.” —Eric Evarts,
owner, Hair Razors, Ventura, California

Frustration: “I spend time 
training a tech, and just when
her clientele is building, she

quits to work elsewhere.”

Solution: “To help prevent heavy
turnover, I’ve required employees to
sign a training contract, which included
a financial fee for training paid to the
salon should a technician leave before
an agreed time. This works fairly well,
but it still won’t keep an employee 
from leaving the day after the contract
term is over.” —John Mahon, Star
Salon, Chicago

Frustration: “My techs 
won’t continue to learn.”

Solution: “Solicit input from your
nail technicians. I believe techni-
cians must be included in develop-
ing ongoing educational programs.
Involve them in picking which 
classes will be taught, along with 
the days, times and places, then
require attendance.” —Jill St. Clare-
Wright, Angel’s Salon, Bowling
Green, Kentucky

Solution: “Our new employees 
are repeatedly informed that they’re
expected to attend classes. Usually, we
see quickly if there’s a problem in this
area. If so, we don’t keep that person on
the team.” —Marc Branca, Studio
Branca, St. Louis

Solution: “Sometimes it just isn’t
possible to involve technicians in all
decisions. When the salon decided to
upgrade to spa-level services, we
didn’t inform the techs right away.
What if we decided the upgrades
wouldn’t work for us, but by then the
staff was counting on it? We waited
until we were ready, then called the
meeting to announce 
the change.” —Linda Champion,
Golden Shears, Runnemede, 
New Jersey

Janet McCormick is a licensed manicurist
and esthetician, a CIDESCO diplomate,
owner of Salon Techniques spa consult-
ing company in Columbus, Ohio, 
and a member of Nailpro’s Ediorial
Advisory Board.


