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INTRODUCTION 
 

‘It is important for the Government to recognise the obstacles that might face small 

business in the implementation of hygiene and related principles------- A complete 

understanding of the barriers to implementation in small businesses will allow 

government to develop a better policy and select the most appropriate solution to 

address their strategy. (WHO 2005) 

 

In this project I will discuss food hygiene training in the food industry, but before I 

commence writing about my passion, I should define ‘food poisoning’ and ‘food hygiene’ 

and hygiene training. 

Food Poisoning Definition 

Food poisoning is a general term for health problems arising from eating contaminated 

food. Food may be contaminated by bacteria, viruses, environmental toxins, or toxins 

present within the food itself, such as the poisons in some mushrooms or certain seafood. 

Symptoms of food poisoning usually involve nausea, vomiting and/or diarrhoea. Some food-

borne toxins can affect the nervous system. 

Food Hygiene Definition   

The science that deals with the promotion and preservation of health.  Conditions and 

practices that serve to promote or preserve health 

Hygiene Training Definition 

Food Hygiene legislation requires all food handlers to receive appropriate supervision, and 
be instructed and/or trained in food hygiene, to enable them to handle food safely.  

This project is an action research document, this means: 

 1    Why should I use action research? 

Because I want to change mypractice. I am  concerned that things are not going as you wish, 
andyou may need to implement a new initiative, but are unsure how to do it effectively. 
What I want is a way of sorting out these concerns that offers practical solutions, but that 
derives from the specific circumstances of your practice.I know that someone else’s solution 
may have merit, but that it is never quite right for the individual situation within which I 
work. I  know that practice is always influenced by context.  

 2    How does this qualify as research? 

http://medical-dictionary.thefreedictionary.com/Poisoning
http://medical-dictionary.thefreedictionary.com/Diarrhea
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The act of finding the  solution makes affect what I do. Action research therefore has two 
aspects. The starting point is to sort out a problem or issue in practice; to this extent an 
action researcher seeks a solution, the process can also be used as a deliberate attempt to 
understand practice better – a traditional research attitude. What is most important in both 
approaches is that I am  open, honest and rigorous. 

 3    What do we mean by practice? 

From the perspective of action research, the best way to think about practice is the way I 
carry out my professional actions. This is, of course, what I do, but it is also why IthinkI 
should be doing things the way you do. I know about the ‘theory-practice divide’; action 
research as an approach cuts across this divide, encouraging a practitioner to consider both 
aspects as part of a single whole. 

The aim of an action researcher is to bring about development in his or her practice by 
analysing existing practice and identifying elements for change. The process is founded on 
the gathering of evidence on which to make informed rather than intuitive judgements and 
decisions. Perhaps the most important aspect of action research is that the process 
enhances teachers’ professional development through the fostering of their capability as 
professional knowledge makers, rather than simply as professional knowledge users. In an 
age of centralisation and the proliferation of national guidelines and strategies, action 
research can help teachers feel in control of their own professional situation. 

 I am currently interested in developing hygiene training in all aspects of the food 
manufacturing industry and practice, and implementing it in the best possible way for the 
sites concerned. 

4    What is action research about? 

Action research is a practical approach to professional inquiry in any social situation. The 
examples in this component relate to education, and are therefore of particular relevance to 
teachers or lecturers engaged in their daily contact with learners. Professional practice need 
not be teaching: it may be management or administration in a college, or it may be in an 
unrelated area, such as medicine or the social services. The context for professional inquiry 
might change, but the principles and processes involved in action research are the same, 
regardless of the nature of the practice.  

Indeed, action research did not arise in education (see Lewin 1948), but was applied to the 
development of teaching as its potential was identified. Of particular influence was the work 
of Lawrence Stenhouse, who famously advocated that ‘curriculum research and 
development ought to belong to the teacher’ (Stenhouse, 1975 p. 142). He was most 
adamant that ‘it is not enough that teachers’ work should be studied: they need to study it 
themselves’ (p.143).  

Stenhouse, L. (1975) An Introduction to Curriculum Research and Development, London, 
Heinemann. (particularly ch.10 – The Teacher as Researcher) 
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As its name suggests, action research concerns actors – those people carrying out their 
professional actions from day to day - and its purpose is to understand and to improve those 
actions. It is about trying to understand professional action from the inside; as a result, it is 
research that is carried out by practitioners on their own practice, not (as in other forms of 
research), done by someone on somebody else’s practice. Action research in education is 
grounded in the working lives of teachers, as they experience them.  

Carr and Kemmis (1986) describe action research as being about:  

 the improvement of practice;  
 the improvement of the understanding of practice;  
 the improvement of the situation in which the practice takes place.  

The notion of improvement can be problematic when viewed from the outside. One 
person’s improvement can be another person’s deterioration. It depends on the beliefs and 
values underpinning the individual’s perspective. Paradoxically, however, this uncertainty is 
perhaps the one truth of professional practice. Practice is contingent upon the practitioners’ 
intentions, values and beliefs and the situation in which those elements are given form. 
Educational research through action research does not produce understanding that has 
universal truth; it is about me in the here and now understanding what I can do to ensure 
my values and intentions are realised in my teaching situation. If my deliberations produce 
an understanding which helps me, then I can offer it to others to try. In this sense, action 
research can produce generalisations about practice, but such generalisations are only part 
of a wider search for understanding. They are not directly applicable beyond the 
contingencies of my practice. Hamilton (1981) encapsulated this when he reflected that ‘to 
generalise is to render a public account of the past, present or future in a form that can be 
‘tested’ through further action and inquiry’.  

The reality of practice in a social situation means that it is impossible to separate the three 
areas Carr and Kemmis mention. Focus on one may give insights into the others, for it is 
frequently impossible to improve teaching without understanding the dynamics of the 
situation in which that teaching is carried out. Children, students, classrooms and colleges 
all vary, as do the management structures, schemes of work, course programmes and 
assessment procedures which impose structure on them. Practice is not easily packaged! 
Some writers about action research, Carr and Kemmis amongst them, have explored the 
potentially political nature of analysis within the process that follows from this realisation 
and have promoted action research as a means of social change. They see action research as 
being ‘emancipatory’, producing an understanding of the workplace that is empowering 
professionally.  

Carr, W. & Kemmis, S. (1986) Becoming Critical: education, knowledge and action research. 
Lewes, Falmer. 

Action research can thus be used to:  

 understand one’s own practice;  
 understand how to make one’s practice better;  
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 understand how to accommodate outside change in one’s practice;  
 understand how to change the outside in order to make one’s practice better.  

  

5    How does action research work? 

At its heart, action research involves the careful monitoring of planned change in practice. A 
decision is taken that a particular action may either yield improvements or provide 
information as to the nature of the teaching situation. The action is thus used as a research 
tool. Both elements of action and research are of equal prominence in the approach. It can 
be thought of as: 

                  A fundamental premise of community-based action research is that it 
commences with an interest in the problems of a group, a community, or an organization. 
Its purpose is to assist people in extending their understanding of their situation and thus 
resolving problems that confront them…. 

Community-based action research is always enacted through an explicit set of social 
values. In modern, democratic social contexts, it is seen as a process of inquiry that has 
the following characteristics: 

• It is democratic, enabling the participation of all people. 

• It is equitable, acknowledging people’s equality of worth. 

• It is liberating, providing freedom from oppressive, debilitating conditions. 

• It is life enhancing, enabling the expression of people’s full human potential. 

(Stringer 1999: 9-10) 
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 DOING ACTION RESEARCH - THE PROCESS  

 

Figure 1 adapted from Somekh in McBride [1989]. 

 

 

Even some of the larger companies, with extensive resources and specialist technical 
resources, have problems implementing an effective hygiene training system. For the 
average food business, with limited resources and little or no technical expertise, the 
problems could be seen as insurmountable.  Practical problems identified in the small 
amount of research literature were: 

 Lack of time   Ehiri et al1995, Panisello et al 1999, Mortlock et al 
1999 

 Lack of money        Henson 1999 

 Lack of training knowledge Taylor 2001 
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Food poisoning incidents have been found to be on the increase, and investigations proved 

that the food industry had to ‘shoulder ‘much of the blame. Further verbal examination of 

workers in the industry showed a general lack of hygiene knowledge, way below the 

required level. 

Anyone responsible for running a food business must ensure that there is adequate 

provision and procedures are put into place to ensure that all employees are aware of the 

potential food safety risks that might arise. Through increasing the knowledge and skills that 

individuals have in regards to potential food safety hazards, risks can be greatly reduced and 

public health protected. 

Following  permission from all concerned, directors and owners were questioned as to why 

hygiene training had taken a back seat at the risk of major incidents occurring, the general 

answer was financial cutbacks, and hygiene training represented a ‘necessary evil ‘rather 

like car insurance and tax, you have to pay for the petrol but the insurance and tax are 

amongst the first to be ignored, so I was told these compared to hygiene training; whereas 

the petrol is the workers and the raw materials. THIS WAS THE FIRST PROBLEM TO 

OVERCOME, THE COST OF THE TRAINING. None of the questions or answers had politically 

biased answers, and later on when employees were talked to/ given questionnaires etc 

anything written was all anonymous so that all could give their own views without fear of 

repercussion 

I have chosen this topic as there is a general problem in the food industry with lack of food 

hygiene training; and / or poorly presented training using the wrong methods for the 

situation, the job is done to satisfy a legal requirement and the cheapest method used, to 

the point of staff not understanding the content and passing the end ‘test ‘using methods 

which enabled them to answer the questions without total comprehension e.g.  ‘the law 

states you phone in to report food poisoning symptoms, do not come into work if you have 

diahorrea or vomiting’, why??? Should you go to a Dr, should you stay away until symptoms 

disappear, could you still be infectious?? Many staff were found to be disappointed and 

disenchanted with their training, often not knowing where or why they had gone wrong in 

their work and not achieving job satisfaction. THIS WAS THE SECOND PROBLEM TO 

OVERCOME. The second proposal demonstrates that adherence is not simply a matter of 

having the relevant knowledge to do what is required, Psychological barriers such as 

negative beliefs, attitudes and expectations play an important role. 

These are problems which needs researching as we, I, the food industry need an answer 

before something goes very wrong!! 

The first problem reared its head in the form of lack of financial resources to pay for the 

training, this became evident from many directors . 
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Twenty directors were spoken to either on the phone, face to face or by email . All admitted 

the reason for the lack of training was primarily lack of funding and secondary not wanting 

to release the staff for a ‘one off period of six hours’.Data was documented in narrative by 

the interviewer or on email and then tabulated to look for trends. 

Food East ‘beyond 2010 ‘training grants system was found. 

Food East developed ‘beyond 2010’ a system whereby financial aid was available for all food 

industries in six counties as listed below ( quoted directly from their website) 

Beyond 2010 offers businesses in the East of England up to 70% funding for training 

opportunities that focus on improving business performance. 

Training can provide a way for businesses to push into a new area of work, improve 

employee skills or make current activity more effective. It can be used to address a wide 

range of business needs from management skills to computer design techniques to give that 

all important competitive edge. Beyond 2010 support is available across the following 

sectors in the East of England region: 

Advanced Manufacturing 

ICT & Audiovisual 

Financial & Business Services 

Food & Drink Chain 

Tourism in support of Olympics 

Life Sciences  

Energy 

Social Enterprise  

Sustainable Communities & the Built Environment 

Transport Gateways & Logistics 

  

Beyond 2010 is managed by Essex County Council and funded by the European Social Fund 

and the East of England Development Agency. The programme operates in all six counties of 

the East of England (Bedfordshire, Cambridgeshire, Essex, Hertfordshire, Norfolk and 

Suffolk). 

 Beyond2010 

Invest in your Future 

Beyond 2010 is a programme that offers businesses in the East of England funding and 
support for training opportunities that focus on improving business performance. 

Training can provide a way for your business to push into a new area of work, improve 

employee skills or make current activity more effective. It can be used to address a wide 

range of business needs from management skills to computer design techniques to give that 

all important competitive edge. 
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Beyond 2010 sector specialists will work with you to select a training programme that can 

best address the challenges facing your business. 

All the present customers actually agreed with great doubts that the grant would be paid, to 

go ahead with the hygiene training, and results in the factories were vastly improved. 

Some examples of industries involved were 

Moretto Brothers (ice cream manufacturers) Waltham Cross Herts 

Farmgate Foods (meat processors) Harlow Essex 

PROBLEM TWO, HOW TO DELIVER THE TRAININGTO ENSURE IT IS EFFECTIVE. 

Anyone responsible for running a food business must ensure that adequate provision and 

processes are put into place to ensure that all employees are aware of the potential food 

safety risks that might arise. Through increasing the knowledge and skills that individuals 

have in regard to food safety hazards, risk can be greatly reduced and public health 

protected. 

There is no prescriptive way to implement training of staff. This ensures that whatever 

training courses and methods are used, they reflect both the working pressures of the 

business, and the nature of the potential food safety hazards that are needed to manage. 

However, there are some common principles which should be followed to ensure that 

training is effective. 

This guide has been produced to enable the reader to make informed decisions regarding 

the best way to implement robust and effective means of developing the skills and 

knowledge of the staff. The document is split into three distinctive sections: 

 

A: LEGAL REQUIREMENTS 

Outlines what is legally required regarding the food safety training. 

B. ENSURING COMPLIANCE 

Describes the minimum actions needed to achieve compliance 

C. BEST PRACTICE 

Describes a range of solutions and approaches for achieving compliance. 

  

http://www.beyond2010.co.uk/how-to-apply/
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SECTION A---LEGAL REQUIREMENTS 
What are the legal requirements? 

The regulation relating to training states the following: 

Regulation (EC) No 852/2004 on the hygiene of foodstuffs, chapter XII Annex II  

Training 

Food business operators are to ensure: 

1. That food handlers are supervised and instructed and / or trained in food hygiene matter 

s commensurate with their work activity. 

2. That those responsible for the development and maintenance of the procedure referred 

to in Article 5(1) of this regulation or for the operation of relevant guides have received 

adequate training in the application of the HACCP principles . 

In the context of this guide, a ‘food handler ‘is anyone who handles food stuffs as part of 

their job role and include wrapped or open ( un – wrapped ) foods. ‘ Supervisors’ are 

individuals at either a team leader, shift manager or management level who hold 

responsibility for ensuring that employees comply with the food safety management 

procedures implemented within your organisation. 

The regulation has been designed to require that food businesses implement training 

activities that are appropriate to the needs for the business operation. This means that as a 

food business owner /proprietor, you are required to evaluate the risks associated with the 

different job functions that you have and provide food safety training which is relevant to 

these job roles.  

What it does not demand is that all employees go through standardised, classroom based 

training programmes.  

Following research in three different companies for this project, it nevertheless begs the 

question of purpose; if a company is going to hygiene train, then do it well with careful 

consideration of what is to be achieved by doing it. Unless this is clear it becomes another 

tedious process n the induction process from which one benefits although it would ‘tick a 

box’. Effective hygiene training is not a ‘one off ‘activity but the start of an ongoing 

informative process. 
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SECTION B- ENSURING COMPLIANCE 
What action is needed to ensure compliance? 

Food business operators must ensure that all food handler s receive instruction and / or 

training in food safety appropriate to their specific work duties. This applies to all staff no 

matter their contractual status within an organisation and includes part time, temporary, 

and staff provided by agencies. 

Any training or instruction provided should ensure that food handlers have enough 

knowledge and competence to handle food safely. In addition, all food handlers must be 

supervised to an appropriate level. 

What needs to be provided for different groups of employees? 

Compliance for food handlers. 

For these staff, training should be directly related to their work activities. Including food 

safety risks associated with the foodstuffs that they handle, how it should be stored, 

handling waste etc. 

Consideration should also be give to training/ instruction that may be required for 

contractors working on your site and staff supplied through employment agencies. 

There is no legal requirement for staff to attend formal training courses or obtain a 

qualification. The appropriate knowledge and competencies can be obtained in a number of 

ways, including on the job training, self study through expertly produced guidance manuals, 

and attendance on formal training courses or prior experience. 

What should the training cover? 

As outlined above, the decision regarding what constitutes appropriate training ‘ 

commensurate to the work activity’ will be greatly influenced by both the individual staff 

member’s job role, and the nature of food stuffs dealt with in the premises. The ‘National 

Occupational Standards refer to food safety knowledge and specify knowledge and 

competencies associated with food manufacturing roles, and which have been designed to 

meet the minimum standards for compliance. The standards are also used as the basis for 

food manufacturing specific food safety qualifications. 

 

Compliance for Managers and supervisors with responsibility for maintaining food safety 

management procedures: 

The food business operator must ensure that those within the business responsible for 

developing and maintaining food safety management procedures e.g. HACCP based 

procedures, and are appropriately trained. 
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Managers and supervisors should receive a more advanced level of training which builds on 

the subject matter targeted at operative workers, but highlights the specific responsibilities 

associate with supervising and managing a safe food manufacturing operation. 

The training should develop an understanding what the principles of effective food safety 

management procedures are, how they are incorporated into working practices and 

procedures, what the key  processes are and how the y are implemented within the 

business. 

As in the case of food handlers, food business operators are responsible for determining 

how training in the food safety management procedures is achieved, there is no legal 

requirement for staff to attend formal training courses or obtain a qualification. The 

appropriate knowledge and competencies can b obtained in a number of ways, including on 

the job training, self study through expertly produce guidance materials, attendance on 

formal training courses, or prior experience. 

What should the training cover? 

As outlined above, the decision regarding what constitutes appropriate training 

‘commensurate to the work activity’ will be greatly influenced by both the individual staff 

member’s job role, and the nature of food stuffs dealt with in your premises. It is suggested 

that training should both develop the individual’s understanding of the principles of food 

safety management procedures, and their ability to actually implement them into the work 

place.  

Again the manager / owner might wish food safety specific ‘National Occupational 

Standards’ (NOS) specific to food safety, as a guide. 

Compliance for Managers and supervisors with responsibility for maintaining food safety 

management procedures based on a specific guide. 

If an organisation chooses to implement food safety management procedures e.g.HACCP 

principles, outlined within a food industry guide, then it is critical that managers and 

supervisors responsible for implementing it are given effective training regarding the 

content of the guide.  

Food business operators are able to choose the appropriate means for delivering the 

training dependent on the needs of the individuals selected to undergo training.  

What should the training cover? 

The training should develop the individual’s understanding of how the guide is set out and 

how it can be applied to the operation. 
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SECTION C- BEST PRACTICE 
The use of National Occupational Standards. 

To assist with defining the range of skills and knowledge coupled with varying job roles, 

National Occupational Standards (NOS) can be used. NOS are statements of ‘competency’ 

developed to reflect the relevant skills and knowledge associated with specific job tasks. 

NOS are developed they the Sector Skills Council for each industry sector through 

researching common and good practice used across all industries. They are used as a 

benchmark for the performance of individuals. The NOS are reviewed and updated on a 

regular basis to ensure that they always reflect current legal requirements and good 

practice, 

There are a series of NOS standards developed by ‘ improve’ the sector skills Council for the 

food and drink manufacturing industry to reflect the food safety specific skills and 

knowledge required by worker s in the food and drink manufacturing industry. Improve 

developed the standards following extensive research of industry practices and with due 

consideration to the regulatory requirements associated with food safety  

The following tables outline the NOS developed for the food and drink manufacturing 

industry and identify the job roles for which they will be relevant. 

Level 1- Operative role 

NOS title –practical 
component 

Knowledge based 
component 

Job relevance 

Maintain personal hygiene 
standards in food 
manufacture 

Awareness of food safety in 
food and drink 
manufacturing 
-Keep him/her clean and 
hygienic. 
-Keep the work areas clean 
and hygienic 
-Keep the product safe 

Relevant to food handlers at 
all levels. 
 
May also be applicable to 
regular contractors, and 
agency staff. 

 

Level 2-Operative roles 

NOS title –practical 
component 

Knowledge based 
component 

Job relevance 

Maintain workplace food 
safety standards in 
manufacture 

Principles of workplace food 
safety in food and drink 
manufacturing  
-Take personal responsibility 
for food safety 
-Keep him /herself clean and 

All operative roles who deal 
directly with foodstuffs. 
 
May also be applicable to 
long term agency staff. 
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hygienic 
-Keep the work area clean 
and hygienic 
-Keep the product safe 

 

Level 3- Supervisory and Technical Roles 

NOS title –practical 
component 

Knowledge based component Job relevance 

Raise food safety awareness 
in manufacture. 
 
Monitor food safety at 
critical control points in 
manufacture. 
 
Contribute improvement of 
food safety in manufacture. 
 
Control and monitor safe 
supply of raw materials and 
ingredients in food 
manufacture. 

Principles and practices of food 
safety management in food and 
drink manufacturing : 
-Ensure compliance with legislation 
-Apply and monitor good food 
safety practices 
-Implement food safety 
management procedures. 
-Contribute to staff training. 
- Food safety auditing. 
Safe procurement and supply in 
food and drink manufacturing. 
-Implement and maintain 
procurement procedures 
-Schedule supply 
-Implement and maintain product 
traceability 
-Implement and maintain and audit 
trail 
- Receive goods.  
 

All operative roles 
who deal directly with 
foodstuffs. 
 
May also be 
applicable to long 
term agency staff. 

 

Level4- Managerial Roles 

NOS title – practical 
component 

Knowledge based component Job relevance 

Allocate roles and 
responsibilities for food safety 
management in manufacture 

Key requirements of food safety 
management procedures 
Roles and responsibilities required 
for implementation of procedures 
 

Management and 
roles concerned with 
food safety 
management 
procedures and their 
implementation. 

Implement controls to 
manage safe food sources and 
products in manufacture 

Key principles for reducing the risks 
associated with relevant food 
safety hazards. 

Management and 
roles concerned with 
food safety 
management 
procedures and their 
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implementation. 

Assess operation for 
effectiveness and compliance 
with food safety standards. 

 
Records applicable to food safety 
management systems 
Critical control points relevant to 
audits 
Relevant regulations 
What constitutes non compliance 
Relevant corrective actions 
Recording and reporting 
procedures 

Management and 
roles concerned with 
food safety 
management 
procedures and their 
implementation. 

Analyse food safety hazards 
and risks in manufacture 

Importance of effective food safety 
management 
HACCP principles and their practice 
and application. 

Management and 
roles concerned with 
food safety 
management 
procedures and their 
implementation 

Produce action plan to control 
food safety hazards and risks 
in manufacture 

Nature and type of hazards that 
might occur 
Risk assessment and management 
techniques 
Methods of hazard control 

Management and 
roles concerned with 
food safety 
management 
procedures and their 
implementation 

Develop policy and guidelines 
to manage food safety in 
manufacture. 

Importance of multidisciplinary 
approaches to preparation of 
guidelines and systems 

Management and 
roles concerned with 
food safety 
management 
procedures and their 
implementation 

Develop working practices and 
procedures to manage food 
safety in manufacture. 

Importance of systematic 
approaches to food safety 
management 
Role of hygiene procedures 
Best practice within relevant 
industry sectors 

 

Develop recording procedures 
to monitor food safety in 
manufacture. 

Key principles of hazard analysis 
and risk assessment 
PROVISION OF FOOD SAFETY 
TRAINING TO STAFF 
Importance of continuous 
improvement 

 

Provide guidance on food 
safety information 

Provision of food safety 
information in food and drink 
manufacturing for consumers. 
Legislation and regulations 
Food safety information 
Labelling and packaging 

Management and 
roles concerned with 
food safety 
management 
procedures and their 
implementation. 
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How can the National occupational standards actually be used? 

The NOS can help check that the training / instruction provided is relevant to the differing 

job roles and as a guide to what should be covered as a minimum. The standards highlight 

the practical competencies that should be developed and the associated knowledge 

relevant to each activity. They can also be used to help with the design of training/ 

instruction programmes by clearly identifying the key subject areas that need to be covered 

and by highlighting the appropriate level. The knowledge aspects of the standards can also 

be used to provide the basis for assessments. 

The standards are based on industry good practice and will therefore still require you to add 

information specific to your organisation i.e. your company specific food safety 

management procedures. 

The full copies of the NOS standards for the food and drink manufacturing industry can be 

obtained from www. Improveltd.co.uk 

 

How can training be implemented? 

Once it is established what level of skills and knowledge are required in regards to food 

safety, the next step is to develop a plan of how a suitable training programme and be 

developed and delivered. 

There is no single ‘off the shelf’ training programme any company is required to use. This 

would be in appropriate as it would be too broad. There are a number of options dependent 

on the nature of the organisation. 

The next section describes three different options which may be followed .Common to all of 

the options are the stages of planning, development, delivery and review. These stages 

reflect the key components of the ‘training cycle ‘which will be familiar to anyone who has 

responsibility for training and development activity.  

I collected the data by teaching the courses myself, and using observation and feedback. All 

the learners written feedback could be anonymous if they wished, so that they could tell the 

complete truth without worrying g about thinking ‘what should we write?’/ as opposed to 

‘what shall we write?’ There were no ethical or political considerations in the feedback 

questions.  All narrative returned was analysed by looking for trends and was subjected to 

trend analysis. The learners will be willing to help, as this will be subsidised by Food East 

grants and will not cost them money. 
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Timescales will not be relevant, I will teach the courses to the groups. 

The data will be qualitative, I will use my feedback forms, and the learners will be willing to 

fill them in they usually are so happy at the end of the course when they pass the exam ( or 

test as we call it to reduce nerves) that they just fill in the feedback form as a welcome task. 

There will be thirty people involved , groups are bigger when they are subsidised. 
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Option 1. Develop and deliver a training programme specific to the organisation. 

Overview  

Option 1 centres on the approach of developing and delivering training programme which is 

specific to the organisation and which addresses the specific job skills which have been 

identified as commensurate to the job roles across the workforce. 

 

Planning. 

Development of the programme might be instigated by internal training staff working with 

people who do not have enough knowledge about the food risks of the business. The format 

could be shop floor based workshop or on line training and demonstration. 

Whatever approach is taken, it should be one which ensures that the key training messages 

are clearly understood. This might mean that consideration is given to potential language 

barriers, or the literary skills of the staff when training. 

Development 

As basic knowledge regarding food safety is relevant to the majority of staff within a food 

manufacturing business, it might t be appropriate to incorporate key food safety messages 

in both company induction programme, or even briefing sessions provided to contactors 

working on the site. 

Implementation. 

Assessment of the learners’ understanding must be included. The assessment can take place 

during the training but there must be some form of ‘end test’. The assessment should 

demonstrate that the learners have understood the key food safety messages. 

Review 

It is essential that the assessment evaluates understanding of the full range of the content 

of the training programme, to ensure that it is a fair assessment of an individual 

understanding. It is also important to record and retain records of the training delivered and 

the results of assessment. Should a breach of food safety occur in the future, the records 

can be used to check as to whether the breach was due to a lack of understanding. 

Advantages 

 Training is very company specific and directly related to the activities the workforce 

carry out on a regular basis 

 Can be integrated into other internal training activities i.e. corporate induction , 

briefing for contractors 
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 Self sufficiency allows for a degree of flexibility as to when and where the 

programme is delivered 

 Training can be easily altered in advance of changes in working practices 

Disadvantages 

 Requires time and investment to develop an appropriate training and assessment 

programme. 

 

 

 

Option 2 Working with an external training provider on site 

Overview 

Option 2 centres on using a commercially developed training programme delivered on own 

premises by an external training provider. 

Planning  

There are many external training providers who hold the appropriate accreditation which 

enables them to implement externally developed and nationally recognised food safety 

training programmes. 

Training providers might include local further education colleges, independent food safety 

consultants or private training companies with a track record in food safety and 

manufacturing issues. 

Development  

Implementing raining trough an external provider enables you to utilise their expertise and 

knowledge whilst t at the same time have some level of control. Key to the success of this 

approach is a clear understanding as to what training is needed to reflect the working 

practices in your business, and an in depth briefing session for the external trainer. Through 

effective briefing, the trainer will be able to customise and emphasise the key messages that 

need to be put across during the training session and, despite being based on a standardised 

programme, an ensure that the training is directly relevant to our company, This can be 

through the trainer using company specific examples, referring to internal food safety 

management procedure s and documentation, or even just having a clear understanding of 

the types of food stuffs used by food handlers in the factory. 

Delivery 
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Delivery can be either on site or at a convenient location for the needs of the business. If on 

site, it is necessary to ensure a suitable training area is available.  

The trainer needs to be made aware of any language barriers or special needs. This might 

include the use of interpreters. Many professional trainers now use translated materials, 

If the training programme is off the shelf’ it is likely there is an accompanying assessment 

tool, in the form of a short test to be used at the end of the session. This might lead to an 

external qualification. A record of who has attended and what training session, and whether 

they have reached the required standard, if assessment is not offered, then some form of 

checking progress is in place, which leads to measure the understanding of the trainees. 

Review 

When the training programme has been delivered, t is important that you discuss with the 

trainer what went well, what was not clear and improvements which can be made to make 

the training more effective next time. A good indication of this can be found in the 

assessment records. 

 

Advantages 

 Useful if the business does not have a large internal training capacity 

 Training is often accompanied by an external accreditation which can be motivating 

for staff. 

 Element of flexibility if adequate brief given to tutor 

Disadvantages 

 Not cost effective to deliver on a  one to one or small group basis which could 

present a risk to new employees 

 Reduced level of flexibility in regards to the content of the programme. 

Using Qualifications 

As identified in the options for training implementation listed above, some training 

qualifications have opportunities for gaining nationally recognised qualifications. 

Qualifications are useful as the y demonstrate that the training and associated assessment 

has been carried out to an accredited standard and that strict quality assurance mechanisms 

are in place. There are a number of food safety qualifications currently offered which are 

targeted at either food handler or supervisor / manager level. 
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Option 3: Use an offsite training provider 

Overview 

Option 3 focuses on the delivery of standard packages of food safety training 

delivered by an external provider off site. This may be through a further education 

college, private training provider or local authority. 

 

Planning. 

Training delivered by an external training provider will most likely follow a structure 

and content set by an accrediting body, based on relevant sector specific NOS (see 

above). It is highly likely that the training will also be accompanied by a suitable 

assessment process in the form of some form of test followed b the award of a 

certificate/qualification/ Delivery will often be to groups made up from a mix of staff 

from other local businesses and organisations, In some instances, this can be a 

beneficial aspect to the training as it exposed the staff to different approaches and 

ideas, particularly when being used for the delivery of training for supervisors and 

managers, However, it might also cause confusion through the key messages having 

to be adapted to a wide audience. Therefore the manger might want to discuss with 

the training provider how they deliver the training to avoid confusion. 

 

Prior to sending staff off site to attend the training, it is important that enough 

information is gained concerning the content of the training programme, the target 

audience and how it is assessed. This will ensure that they are able to make decisions 

regarding the suitability of the training content to the business, i.e. does it cover 

issue relevant to the types of food stuffs dealt with? It might also be pertinent to 

assess the learning abilities of the staff being sent on the training to see if they have 

any learning difficulties that might present a barrier to them fully participating in and 

from gaining, the full benefit of the training. These might include language barriers, 

concerns regarding reading / writing abilities or physical disabilities. I n theses cases, 

the manager should discuss the needs of the staff with the trainer to see what 

methods/ tools they can use to overcome them. It is highly likely the barrier has 

been encountered before and that they can be easily overcome.  

Delivery 

Learners should be briefed before they attend the training to ensure that they are 

clear as to what they will be doing, and das to the benefit to both the business and 

the staff attending. 

As training delivery will be taking place away from the regular work place, it might be 

necessary for the manager to provide transport / and or clear instructions as to 

where to find the training centre and to make appropriate travel arrangements for 

anyone with a physical disability (conform to Masler). 

Review 
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Finally, it is essential that the manager gains feedback from the course tutor as tot 

the level of understanding gained by the learners. This might readily be gained 

through the provision of a qualification. It is also suggested that to ensure that what 

has been learnt is applied to the work place, a review session is held with the 

learners to discuss what they gained and how they would apply it to their job role. 

Should poor levels of understanding be identified, then this might be a sing that you 

should either discuss any concerns with the training provider or, that you investigate 

other sources of food safety training that might be more suitable. 

Advantages 

 Useful for covering staff when needed on a periodic basis 

 Practical approach, particularly for smaller businesses 

 Potential to achieve a nationally recognised qualification. 

            Disadvantages 

 Limited , if any, opportunity for customisation to company needs 

 Courses might not be available as and when the business needs them. 

   Qualifications for food handlers. 

 

Option 4.: Using elearning 

 

This is not an option with the food industry , many learners have not ‘learned ‘ for 

years and need motivation or it will not be done, they are frightened and need an 

enthusiastic teacher who will motivate them and guide them through it 

Advantages 

 None 

               Disadvantages 

 Learners need motivating and help, guidance and encouragement, the 

personal touch. 

 

 

Framework Qualification Title 

Level 1  Award in induction to food safety for 
manufacturing 

Level 2  Award in food safety for manufacturing 

  

 Qualifications for supervisors / managers with responsibility for implementing and 

monitoring food safety management procedures. 
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Framework  Qualification Title 

Level 3  Award in food safety supervision for 
manufacturing 

Level 4  Award in food safety management for 
manufacturing 

  

 Qualifications for supervisors /manager who have specific responsibility for the 

technical design of procedures. 

Framework  Qualification Title 

Level 3 Award in HACCP management for food 
manufacturing 

Level 4 Award in HACCP management for food 
manufacturing. 

 

 

Using Qualifications 

As identified in the options for training implementation listed above, some training 

programmes have opportunities for gaining nationally recognised qualifications. 

Qualifications are useful as they demonstrate that the training and associated  

        

Common steps to be followed with all options. 

 

Whatever approach you choose to follow when implementing food safety training it 

should be defined steps should be followed to ensure that planning and implementing 

training has the maximum impact. 

 

                                                         

Analyse needs of the 
business and individuals 

Design appropriate 
method of training 

Delivery of training 
programme 

Review success of 
programme 

Action the outcomes of 
the review to improve 
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training next time 
 

The following steps set out the way the training cycle stages and relates them to actions 

when dealing with food safety 

Step Process Action Required  Approach 

1 Identify training 
needs 

Careful consideration of what 
issues need to be included 
within the training, particular 
issues with high risk foods, 
concerns regarding storage of 
food items, issues with chemical, 
physical, micro biological, 
allergenic contamination. 

Work with the operations 
team to identify risks. These 
may already y be clearly 
identified within the food 
safety management 
procedures. 

2 Develop suitable 
programme and 
delivery 
method. 

Are the facilities to run 
classroom style training sessions 
available? Would it be more 
effective to use an external 
trainer? Could computer based 
delivery be of benefit? Important 
to ensure that training is 
delivered in a way which ensures 
the message comes across. 
Is written material of use? 
Has consideration been given to 
the language in which the 
training is given? 

Use National Occupational 
Standards as a basis for an 
internal programme, or at 
least as a means for 
identifying a good external 
training programme. 

3 Implementation. Ensure the staff are given the 
appropriate time for the training.  
Ensure the staff are briefed 
before 

Work with shift managers to 
ensure enough time is given 
for training. 

4 Review of 
learners 

Assess learners to check that 
understanding has been 
developed to a suitable 
standard. 
Record and store assessments 
for use during audit processes. 

Use external qualification fro 
basis for assessment or 
develop internal standards 
based on  NOS 

5 Review of 
training 
programme 

Assess the success of the training 
and seeing what would work 
better next time 

Review relative success of 
learners and work with 
trainers to assess how the 
training could be improved to 
make increasingly effective 
and reflective of changes in 
operational need. 

6 Refresh  Review the need to revise the 
training process in light of 

Consider revising learning 
materials and activity. 
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changes within the businesses 
new working practices, new 
products and food stuffs being 
used. 

Implement refresher training 
fro existing staff to underpin 
existing practices and to 
introduce new ones 

    
 

 

CASE STUDIES 

Will use these as a reflection of the three ‘options’ for implementation 

1. Large organisation developing and implementing own training 

2. Smaller organisation using off the shelf qualifications- delivered by outside provider 

3. Small business using external training provider ‘off site’ 

CONCLUSIONS FROM VERBAL AND NARRATIVE INTERVIEWS, AND EMAIL INTERVIEWS. 

The interviews demonstrate that the factors involved in failure of hygiene trained are 

highly complex, multifaceted and powerful. Analysis of the interviews has uncovered a 

web of varied and yet interlinking barriers, both psychological and tangible, that give an 

insight into the misconceptions and practical issues behind implementation problems. It 

has illustrated how documented factors such as ‘ awareness, understanding , time and 

money’ can exert their effects, and how these are far from straight forward to combat or 

alone in their negative influence on HACCP influence. 

It is clear that an individual’s thoughts and experiences can create strong barriers at 

knowledge, attitude, and behavioural levels. These barriers are evidently not 

experienced in isolation, and are indeed strengthened by the interplay between them. 

Behavioural barriers can then operate in return to reinforce misunderstandings and 

negative attitudes. 

The interviews also demonstrated the effectiveness of taking an in depth psychological 

approach in a scientific field usually dominated by quantitative study. Insight into five 

individuals experiences with hygiene training provide a detailed understanding of 

barriers in general that it has simply not been possible to achieve through previous 

research. They are by their nature specific to these particular cases’ yet at the same time 

highlight overarching issues that need to be addressed and overcome.  

In particular, it is apparent that the initial presentation of hygiene training is important 

in its impact on subsequent knowledge, attitude and in turn, behaviour. The way people 

understand and form attitudes toward hygiene training will be based on their initial 

introduction to it, and work needs to be done on making such introductions accessible, 

relevant and positive, with hygiene training conveyed as an important and necessary 
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tool in combating food borne disease. Subsequent involvement with external 

enforcement should then reinforce these messages, reward positive efforts, and not 

make hygiene training appear as ‘a tick in the box’ form of control. 

The emphasis on documentation needs to be lessened, both in presentation and actual 

practice. Paperwork should be at a minimum to ensure food safety, and valued as such. 

Training, both for management and staff, needs to be made available, affordable and 

effective. Furthermore, small businesses have a different profile and different needs to 

larger ones, and this has to be addressed. They require more specific help and guidance, 

and an application of hygiene training which suits their needs. 

Ultimately, it is apparent that strong barriers exist at knowledge, attitude and 

behavioural levels, and so a ‘quick fix’ solution aimed at only one of thesis not going to 

work. Understanding and working with the knowledge of these levels must be the first 

stage in developing effective means of overcoming them. More research need s to be 

carried out and new methods such as the qualitative psychological approach need to be 

given greater acceptance and put to greater use. 

Psychological Barriers 

Research on barriers to implementation introduces problems that are not practical or 

simply knowledge based, but simply psychological in nature. At a similar time, the role of 

psychological barriers was emerging in several medical projects. These will be 

summarised briefly were there is a small amount of relevance, as a guide to others who 

might choose to follow this research. Closs et al (2000) looked at barriers to the 

implementation of research in hospitals/ this demonstrated that a lack of resources was 

the primary barrier, gut that this was compounded by negative views on the benefits of 

the research on a practical level. Dojkestra (2000) used a p postal questionnaire sent to 

120 hospitals, f the 106 returned, two thirds felt there would be barriers to the 

guidelines if implemented, the barriers most commonly reported are related to facilities 

and resources but it was noted by the researchers that perceived barriers also played a 

role and that most respondents believed that the guidelines would increase their 

workloads.  
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CASE STUDY ONE COMPANY A (CONFECTIONERY) COMPANY LTD 
About the company  

This Suffolk based company produces a wide range of chocolate and chocolate novelty 

products for a range of retail clients. Products are also sold under their own brand name. 

The company employs approximately 620 full time staff; although this number increases 

greatly by a further 1000 sourced locally through well established and managed links with 

staffing agencies to address peak demands on production i.e. the run up to both Christmas 

and Easter. 

Challenges 

The company needed an approach to food safety training that could be effectively 

implemented for the relatively high numbers of seasonal staff that it needed. This required 

a training programme that could be delivered in a variety of languages. 

Due to the high number of retailers that the company supplies, well documented and 

implemented food safety procedures are require to meet audit standards. 

Design and Development 

Under the direction of the Health , Safety, and Training Manager, Company A has embarked 

on a development process to design an approach to food safety training that will be both 

flexible to meet changes in organisation demand, and self sufficient in its implementation. 

The design of the programme has required input from internal staff responsible for 

monitoring production standards. As a result, the training programmes developed are very 

company specific and refer to internal food safety procedures, equipment and terminology. 

Company A has also employed the services of an external training provider to assist with 

developing the skills for internal staff to become trainers. 

Being based in the catchment areas for food East grants, the company was able to claim 

back 70% of costs of training, helping toward one of the two main factors which had 

originally put training on a back shelf. 

End Result 

As a result of the design and development process, Company A has now a multi tiered 

model with foundation skills and knowledge being covered within the company induction 

programme. Further more training is provided after three months. 

This initial training programme is also used by the local staff agencies used by Company A to 

ensure that temporary staff are ready for work when they arrive. 

All staff are required to partake in refresher training and review every three years. 
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At supervisory and management levels, Company A sends its staff to a local training provider 

to receive more specialist training which least to the award of a qualification ( level 3) by a 

food safety specialist awarding body. This approach is seen as being more cost effective 

than running higher level training in house and also provides an opportunity for delegates to 

learn from the experiences and working practices used in other companies. While offsite the 

supervisors and managers are not disturbed as the mobile phones are off, and the staff 

were sent two by two for the training, hence no further costs were added to the wages bills 

as management covered for each other; knowing in turn they would all benefit from further 

education.  
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Case Study Two. Company B  
About the company 

Based in rural Suffolk, this company slaughters and processes a range of poultry based 

products including whole chickens ready for sale and portions which are distributed to other 

sites for further processing. 

Approximately 500 full time staff are employed at the site. Due to the consistency in 

demand for poultry based products, agency staff are only used to cover staff absenteeism. 

Challenges 

Due to the high risk nature of the food stuffs being handled, the company needed a robust 

and effective food safety training mechanism that ensured that both employees and the 

products being produced were well protected.  

A solution was also needed that took into account the transport needs of staff who ame 

from a wide geographical area. The training would also need to be supported by robust 

recording procedures to ensure that both company and client audit processes were 

satisfied. 

Design and development 

The Human Resources manage identified a well established, locally based training provider 

who both understood the nature of the business and who has a track record for 

implementing food safety training programmes, The solution developed would be one 

which would be delivered on site by trainees employed by them. This would reduce the 

pressure on internal staff, and ensure that highly experience trainers could be used, 

The training programme would build upon fundamental messages regarding food safety 

covered within the highly structured company induction programme. Training material 

would be developed which would include a high degree of imagery to ensure that messages 

could be easily put across and understood. 

Being based in the catchment areas for food East grants, the company was able to claim 

back 70% of costs of training, helping toward one of the two main factors which had 

originally put training on a back shelf. 

 

End Result 

The model now implemented is a two tiered approach. All staff, on starting with the 

company undergo an induction programme which covers fundamental food safety 

messages, this is supported through close supervision by an ‘instructor’ when new staff 

develop their understanding of their job role. 
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After approximately two months staff members then attend a training programme, led by 

the external provider. This more in depth training programme, if successful, leads to the 

achievement of a NOS Level 2 food safety (manufacturing) award which is accredited by a 

national awarding body. 

Company B has developed a close relationship with the training company, which has 

enabled the external trainers to generate an in depth knowledge of the working practices, 

pressures and food safety issues relevant to the business. 

Supervisors and manager s are required to attain a higher food safety qualification. This is 

delivered by an external training provider on an ‘as and when basis’. This is now delivered 

‘on site’ on a 1:1 basis , the factory can afford to do this with the grant money , and the 

sessions are short with the staff getting time to get back to work in the same day; the 

trainer involved agreed to do training in half days at a time to relieve this pressure on the 

company. Also work is left for the staff which helps reduce time with the trainer if the 

learner has time to do the work before the next visit. The trainer makes herself available by 

phone or email at most reasonable hours; this is not for level 2 training only level 3. 
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Case Study Three. Small training company to food manufacturing 

business. 
 

About the business 

Supporting the needs for a wide range of food manufacturing and hospitality clients. Food 

Safety UKis a small training provider which delivers a wide spectrum of health and safety 

and food safety programme. 

The company employs a number of trainers who work closely with clients both large and 

small to deliver effective training solutions. 

Challenges 

The challenges for smaller businesses when developing food safety training systems is 

frequently related to the potential costs, flexibility and the relevance of the training. Due to 

the relatively small numbers of staff who need to receive training at any one time, bespoke 

or ‘on site ‘delivery can often be too costly. 

At a supervisory and management level, these issues are compounded and may also be 

relevant to larger organisations. The number of supervisors and managers employed within 

a business will always be smaller than those working at operational levels; therefore the 

need for higher level training activities will subsequently be smaller and more infrequent. 

Design and Development 

The many small business clients of Food Safety UK utilises the opportunity to send staff on 

externally run training programmes. The programmes, leading to the achievement of 

nationally recognised NOS based qualifications, are run on periodic basis and are; usually 

attended by staff from a cross section of employers. 

At supervisory and management levels, training focus on the delivery of training which leads 

to the achievement of NOS based qualifications at levels 3 and 4. Again, these programmes 

are open to a cross section of food manufacturing businesses resulting n a mix of delegates 

from differing companies. 

Being based in the catchment areas for food East grants, the company was able to claim 

back 70% of costs of training, helping toward one of the two main factors which had 

originally put training on a back shelf. 

 

 

 



Page 33 of 38        30/05/2011- 30/06/2011 
 

ACTION RESEARCH METHODOLOGY  

Action research is often associated purely with educational research but this is not the case. 

Action research should conceivably be employed within any type of research field or 

specialty but it is most effective within some aspect of the social sciences, education, or 

even business or organizational studies such as: case -study research; practitioner inquiry; 

reflective practice; evaluation; professional development; institutional improvement or 

institutional change. Action research in educational institutions may involve all, or some of, 

these research methods. 

Action research: should be based in the locale being studied, but may be based in the wider 

contextof a professional or institutional establishment; may involve reporting the findings as 

a case study, or carrying out a case study as part of a situational analysis; is carried out by 

practitioners , professional, teachers, lecturers, teaching assistants, leaders; always involves 

reflection and evaluation; should be avaluable form of professional development; should 

lead to institutional improvement and institutional change. 

However, there are important features of action research that distinguishes it from these 

other research methods. Action research should be informed by the wider body of 

information and data, for example within the literature. This is true for all research, but is 

not necessarily true for evaluation studies for example. Action research should also add to 

the wider body of information and data, as well as enhancing practice within the action . 

This distinguishes it from reflective practice, which is primarily concerned with developing 

personal understandings and practices. 

Additionally, action research differs from other forms of research in its concentration on 

improving practice as opposed to developing theoretical understandings.  

The fundamental purpose of action research is to improve practice rather than to produce 

information and data. The production and utilization of information and data is subordinate 

to, and conditioned by, this fundamental purpose.  

The purpose of research methods.  

What is happening here? However, the purpose of action research is to answer the 

question. How should I improve what is happening here? Those who carry out conventional 

research may well criticize action research, often alongside other qualitative approaches, for 

lack of research questions, quantification, control, objectivity, etc.. Without a doubt there 

are limitations of action research; for example, action research should not lead to causal 

explanations, and findings are not usually generalisable and should normally only be applied 

to the situation in which the action research was undertaken. However, the benefits and 

effects of action research should be substantial. Furthermore, one piece of action research 

may only change the situation where the research took place, but if a great deal of action 
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research is undertaken (and shared) education should be transformed. Most authors, when 

writing about action , stress it is cyclical, or to be more precise its spiral nature.  

 

End Result 

The small businesses that utilise the training opportunities described benefit by being able 

to take advantage of training programmes as and when needed by the business. This means 

that training can be planned for quieter periods in business cycles and / or when new staff 

join the business. This is particularly pertinent to supervisors and managers. 

Despite the training having to be more generic in focus to ensure its relevance to the needs 

of all delegates attending through effective briefing of the trainer, specific examples and 

discussion point can still be built into the training session to make it increasingly relevant. 

The mix of delegates also stimulates discussion regarding differing processes and 

procedures used within the respective businesses. At supervisory and management levels, 

this provides an added feature to the training by highlighting alternative methods for 

resolving common manufacturing challenges and problems. 

 

FURTHER ACTION 

I have learned to understand the problems of the food industry from their point of view, 

having written this action research project.  

I have only answered the problems for the areas in the Food East catchment areas, other 

areas around the country need to be investigated and sorted out. A similar type of grant is 

needed for the rest of the UK, this needs investigating. 

In 2005 a draft WHO document was put forward providing guidance to governments on the 

application of hygiene training in small businesses. The outlined the specifics of the small l 

business sector and challenges it face in all countries, and presented an overarching list of 

problems (see table below) .  

The research is now complete no unanswered questions, but should the Food East grant 

stop I am concerned the problems will reoccur, and further research needs to be done in 

other areas of the country where there are no grants available for food hygiene training. 

Barriers to Hygiene training in small businesses  

 Inadequate funding 

 Inadequate infrastructure and facilities  

 Lack of expertise and information 
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 Psychological constraints  

 Inadequate basic hygiene 

 Human resource constraints ( limited number of staff, inadequate training) 

 Perceived and real financial constraints 

 Inadequate government infrastructure and commitment 

 Lack of business awareness and positive attitude of industry and trade associations 

 Lack of customer and consumer awareness 

 Lack of effective formal education and training programmes 

 Lack of expertise , information or technical support 

 Inadequate communications 

A central conclusion of the document was that while the application of hygiene training 

should be the responsibility of each individual business, it is recognised by governments and 

businesses that there might be obstacles that hinder them. It is stressed that this is 

particularly relevant in small businesses and that flexibility is important. This needs to be 

followed up should any further research follow. This action research could develop for the 

benefit of the country directly and indirectly. 

I would like to change the content of some of the accredited hygiene courses . I will not go 

into detail here as this is not relevant to the research , but we need to remove some of the 

older, traditional information which is not ‘usable’ and replace it with current information 

which is needed by all workers in the food industry . 

I know that some hygiene trainers are teaching’ from the book’ death by powerpoint and 

their ways need to be improved for the benefit of our learners, I know this from learners 

who have done previous courses with other trainers, this needs to be ‘looked at’ by the 

correct bodies. 

Not all hygiene trainers are doing feedback on their training and so might not know what is 

going wrong and why or even if. This needs addressing. 

 

An action research approach to curriculum development 

 

Action research 

Action research into our own teaching practice is an important source of learning for me. I 
hope to show that an action research approach to teaching can be used to improve teaching 
and learning practice. 

Action research has been used in many areas where an understanding of complex social 
situations has been sought in order to improve the quality of life. Among these are 
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industrial, health and community work settings. Kurt Lewin, often cited as the originator of 
action research (McKernan, 1991), used the methodology in his work with people affected 
by post-war social problems. Action research approaches to educational research were 
adopted in the late 60s and early 70s by the ‘teacher- researcher’ movement in the 
secondary education sector. This sought to bring the practising classroom teacher into the 
research process as the most effective person to identify problems and to find solutions. 

"Through systematic, controlled action research, higher education teachers can become 

more professional, more interested in pedagogical aspects of higher education and more 

motivated to integrate their research and teaching interests in a holistic way. This, in turn, 

can lead to greater job satisfaction, better academic programmes, improvement of student 

learning and practitioner’s insights and contributions to the advancement of knowledge in 

higher education."  

(Zuber-Skerritt, 1982: 15) 

Despite progress in understanding of the way in which people learn and the design of 
learning environments, teaching practice in higher education often remains unaffected. 
Traditionally, lecturers have not been encouraged to draw upon theoretical developments 
as a means of improving curriculum design and delivery. However, more recently, a number 
of initiatives at national and local levels have been established to create the conditions for 
innovation in these activities, and teaching/learning is becoming recognised as a more valid 
area of enquiry for academics across all disciplines, rather than as the unique preserve of 
specialists. 

Action research methodology offers a systematic approach to introducing innovations in 
teaching and learning. It seeks to do this by putting the teacher in the dual role of producer 
of educational theory, and user of that theory. This is both a way of producing knowledge 
about higher education learning and teaching, and a powerful way of improving learning 
and teaching practice. No separation need be made between the design and delivery of 
teaching, and the process of researching these activities, thereby bringing theory and 
practice closer together.I INTEND TO TRY TO FOLLOW THIS IN MY TEACHING TO IMPROVE 
MY ACTION RESEARCH SKILLS. 

 

Action research has a number of further distinctive features, as described by Zuber-Skerritt, 
(1982). For her, action research is: 

 Critical collaborative enquiry by 
 Reflective practitioners who are 
 Accountable in making the results of their enquiry public, 
 Self-evaluative in their practice, and engaged in 
 Participative problem-solving and continuing professional development. 
 I INTEND TO TRY TO INCLUDE AS MANY OF THESE PRACTICES AS IS PRACTICABLE AND 

TIME ALLOWS ME TO. 

http://informationr.net/ir/1-1/paper2.html#mckernanj
http://informationr.net/ir/1-1/paper2.html#zubers
http://informationr.net/ir/1-1/paper2.html#zubers
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According to this view, action research is critical in the sense that practitioners not only look 
for ways to improve their practice within the various constraints of the situation in which 
they are working, but are also critical change agents of those constraints, and of themselves. 
It is reflective in that participants analyse and develop concepts and theories about their 
experiences. Action researchers are accountable in that they aim to make their learning 
process and its results public, both to each other and to other interested practitioners, using 
accessible terminology. Their practice is self-evaluated in that the reflective and analytical 
insights of the researcher- practitioners themselves form the basis of the developmental 
process. Action research is participative in that those involved contribute equally to the 
inquiry, and collaborative in that the researcher is not an expert doing research from an 
external perspective, but a partner working with and for those affected by the problem and 
the way in which it is tackled. To improve one’s own action research it is an idea to find a 
‘critical friend’ to help each other , and give honest opinions, good and bad, it never hurts to 
have reflection kicked into action by another. 

 

One piece of action research may only change the situation where the research took place, 

but if a great deal of action research is undertaken (and shared) education should be 

transformed. Most authors, when writing about action research , stress it is cyclical, or to be 

more precise ,its spiral nature. This can be applied here to my situation, and the research 

can be reapplied to a different area (s ) of the country. This is a development need of this 

piece of research , it is not nationwide and cannot be applied nationwide without more 

research. My strengths were in the carrying out of the research of the work, and developing 

the forms , getting them filled out and using the information to obtain changes, I am pleased 

and proud of the work carried out. 
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