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[bookmark: _Toc154576502]Introduction
AstraZeneca acknowledges the significance of investing in the professional development of it is validation department staff in order to maintain competitiveness in the industry. To begin this procedure, it is necessary to ascertain the personal development requirements and anticipations of individual workers by means of diverse assessment techniques, such as performance evaluations, surveys, and individual consultations. 
Furthermore, the report will include the performance management cycle followed by the identification and analysis of the tools. The report will then conclude with the scopes of the personal development plan and recommendations with a concluding section.

[bookmark: _Toc154576503]Performance Management Cycle
[bookmark: _Hlk153803377]Performance management is an ongoing process that aims to enhance performance by establishing objectives that are in line with the organization's strategic goals, strategizing to attain these objectives, assessing progress, and fostering the growth of individuals' knowledge, skills, and talents.
Performance management is a method that enables individuals to achieve better outcomes by allowing them to excel within a predetermined structure of defined objectives, benchmarks, and skill requirements. The process entails cultivating a collective comprehension of the desired outcomes and the means to accomplish them. The four components of it include agreement, planning, monitoring, reviewing, and rewarding. (Armstrong, 2016, p.71).
Planning
During the planning phase, the essential foundation for achieving success is established. Prior to engaging in a conversation with the employee, the management team should convene and establish the organization's goals and objectives for the upcoming year.
This encompasses the comprehensive corporate strategy as well as the individual objectives for all individuals and teams, which include development goals, particular tasks, targets, activities, and behaviours. Devoid of such essential information, any strategizing with staff would prove ineffective. Collaboration is essential in this process, as employees who comprehend the rationale behind their assigned objectives and duties are more inclined to be committed to achieving them. (Andreev, 2021) 
The objectives of should be explicitly defined utilising the S.M.A.R.T. has five steps which are.
Specific: The objective is well defined, providing comprehensive details on the desired outcome, the level of proficiency required, and the significance of the task.
Measurable: The objective must possess a clear and quantifiable measure to determine its attainment.
Achievable: The objective should challenge the employee's abilities, but it should still be within reach and reasonably attainable.
Relevant: The objective aligns with both the employee's role and the overarching objectives of the organisation.
Time-bound: This objective must have a specific and predetermined timeframe for completion. (Andreev, 2021)
Monitoring
Monitoring plays a crucial role in accomplishing the objectives established during the planning phase in the performance management cycle model.
The efficacy of the monitoring will be impaired if it is conducted seldom, such as once or twice year. It is recommended that management convenes regular meetings with staff, either monthly or quarterly, to assess progress, provide assistance as required, address any issues that may have occurred, and make adjustments to goals, if deemed appropriate. 
By dividing the objective into monthly smaller objectives, the employee may streamline the process, making the assignment more feasible and easier to handle. By conducting regular monthly or quarterly meetings with employees, management may effectively supervise this process. (Vulpen, 2019)

Reviewing
Annually, the management and the employee convene to assess the preceding year's performance and determine if objectives were achieved. This is a further chance to establish a partnership with the employee. The more their engagement in the various phases of the performance management cycle, the higher their desire will be to persistently strive towards accomplishing their own objectives as well as that of the organisation.

If adequate surveillance was conducted, the administration would already possess a comprehensive understanding of the employee's performance throughout the year. The review provides an opportunity for management and staff to assess both the ultimate outcome and the underlying procedure. (Vulpen, 2019)

Rewarding
The ultimate phase of the performance management cycle is the allocation of rewards. Employees who do not receive adequate recognition for their efforts in achieving organisational goals over the course of a year will see a decline in motivation for the subsequent year. By providing equitable incentives and acknowledging workers' contributions, management guarantees the sustained commitment of these individuals towards attaining organisational objectives. (Vulpen, 2019)
The allocation of these awards should be based on merit. Employees will identify which individuals have exerted effort, and if they observe colleagues being awarded without justification, it may diminish their drive. On the other hand, when employees witness a high achiever receiving a generous incentive, it illustrates the need of exerting additional effort. 

[bookmark: _Toc154576504]Identifying and Analysing Vehicles
Following the collection of data using several evaluation techniques, a comprehensive analysis is performed to discern prevalent themes and patterns. This study facilitates the classification of personal development needs into skill-based, knowledge-based, and behavioural categories. The evaluation techniques used in this section are as follows 360 feedback,540 feedback then management by objective.
360-degree feedback system 
According to Armstong (2021, p.128) 360-degree feedback is the evaluation of an individual's performance by several parties with a vested interest. The prevailing configuration often has the assessors comprising the individual's superior and subordinates. Additionally, colleagues and clients might be incorporated. Assessments are provided to the individual in question, typically in the form of ratings based on several performance criteria.
360-degree feedback system Advantages
Individuals gain a more comprehensive understanding of how they are seen by others than was previously attainable.
It provides individuals with a comprehensive perspective of their performance.
Feedback is seen to be more credible and unbiased, resulting in the acceptance of outcomes and the necessary actions. (Armstrong, 2021 p.130)
360-degree feedback system Disadvantages
Individuals frequently refrain from providing candid or truthful remarks.
Individuals may experience stress when getting or providing feedback.
Excessive dependence on technology.
Excessive bureaucratic procedures.
Can need a significant amount of time and resources. (Armstrong, 2021 p.130)


540-degree feedback system
540-degree feedback is a way of evaluating employee performance that involves many appraisers. 540-degree feedback include evaluations from superiors, peers, subordinates, self, as well as suppliers and vendors. The individual receives feedback from all individuals with whom they have engaged while carrying out their professional duties.
The 540-degree feedback method is employed to identify both weaknesses and strengths of the individual in question and can serve as a motivational tool to inspire such individual. It includes other pertinent stakeholders, such as consumers or clients, for the individual being targeted. These individuals are sometimes referred to as external appraisers, serving as customers and clients. 540-degree feedback is an expansion of the 360-degree feedback. Managers should utilise 540-degree feedback for staff who engage with consumers or clients, such as sales agents and delivery executives. This input contributes to enhancing the quality of individuals in the workforce. (Kew and Stredwick, 2016, p.477).
540-degree feedback system Advantages
Problems that are not detectable using conventional feedback techniques are highlighted.
540-degree feedback provides the customer's perspective, which is essential in highly competitive market environments.
Given the strong collaboration between employees and suppliers and vendors, their input plays a crucial role in enhancing business relationships. (https://www.mbaskool.com, n.d.)
540-degree feedback system Disadvantages
Might be more complicated. 
The completion process is very time-consuming.
The matter of Confidentiality.
The innate absence of objectivity. (https://www.mbaskool.com, n.d.)


Management by objectives (MBO) 
The "Management by Objective" (MBO) strategy is a methodology that requires all managers to set specific goals to be achieved in the future and encourages them to continuously evaluate what further actions may be taken. It is proposed as a partial remedy for the problem of organisational dynamism and innovation. 
The term "Management by Objectives" was introduced by Peter Drucker in 1954. MBO, also known as Management by Objectives, is a technique employed by supervisory managers to provide explicit objectives and duties for their subordinates. 
This is a cooperative procedure in which the management and subordinate collaborate to establish clear and precise goals to be accomplished within a certain period of time. The subordinate is then responsible for the effective achievement of these objectives. (Drucker, 2007)
Management by objectives (MBO) Advantages
Employees derive satisfaction from their job and are allocated attainable objectives that align with their aptitudes, competencies, and educational backgrounds.
By assigning customised objectives, employees have a heightened feeling of significance, resulting in increased productivity and loyalty towards the organisation.
There is an increase in communication between management and staff.
Management has the ability to establish objectives that contribute to the achievement of the company's success. (Hayes, 2022)
Management by objectives (MBO) Disadvantages 
Due to its emphasis on objectives and targets, MBO typically neglects other aspects of a firm, such as the ethical culture, a positive work environment, and opportunities for engagement and contribution.
Employees are subjected to heightened pressure in order to achieve the objectives within a designated timeframe.
Employees are incentivized to achieve objectives by all available methods, which may involve taking shortcuts and perhaps compromising the quality of their work.
Relying exclusively on MBO for all managerial tasks might provide challenges for sectors that do not align with MBO principles. (Hayes, 2022)

[bookmark: _Toc154576505]Developing a Personal Development Plan
A personal development plan is a reflection of your own talents, shortcomings, and objectives. The objective is to discern aptitudes for individual enhancement and thereafter establish unambiguous objectives for each one. Preferably, these goals should have a specific timeframe and be focused on the near future, allowing for quantifiable assessment. 
As part of your strategy, establish the methods by which you will enhance your abilities, such as attending workshops, participating in internal training programmes, engaging in upskilling initiatives, and participating in feedback sessions. 
A PDP also establishes certain periods for conducting reviews. In order to achieve success, it is necessary to constantly assess progress in relation to your action plan. Subsequently, after achieving a goal, you might discern your subsequent domain of personal growth. 
A personal development plan can be established within the realms of both personal and professional growth. Both techniques have advantages that positively impact all aspects of your life, including both professional and personal domains. However, personal growth that originates in the workplace has a direct influence on the advancement of your career. Hays (2023)
Training programme for the replacement of Kaye Validator 2000 with Kaye AVS.
As the validation department, we intend to upgrade our Kaye Validator 2000 equipment, which is outdated, to the Kaye AVS device. We believe that this new device will enhance our job by incorporating advanced technologies and capabilities, including remote control functionality.
To ensure success and efficiency in this project, we have established five objectives.
Skill-Based Development Proficiency in Kaye AVS use and operation.
Through this programme, certified personnel who have demonstrated success in the use and operation of Kaye AVS have learned that Kaye AVS provides thermal verification systems to assist in temperature mapping, data logging, verification procedures, equipment certification and regulatory compliance.
The Kaye AVS, also known as the advanced verification system, is a superior performance sensor that offers exceptional accuracy. It complies with strict GMP standards for documentation and reporting. 
In the pharmaceutical industry, establishing the correct temperature and environmental conditions throughout the production and storage of drugs is crucial to ensure quality, safety and efficacy. (Withnell Sensors, n.d.)


Knowledge-Based Development 
To improve employee’s awareness health and safety awareness-certification using AVS. 
The objective of this certification programme is to provide AVS workers with a certificate that demonstrates their understanding of health and safety, and to ensure that this awareness is consistently maintained throughout time.
In addition, it is to ensure that the electrical system in the AVS is used in a fully safe manner.
UK-HSE-manual handling
The aim of this certification programme is to protect those working with AVS from the risk of injury and accidents caused by manual handling of AVS in the workplace, especially in laboratory areas.
Behavioural Developments 
Developing Time management
The objective is to provide a certification programme focused on enhancing the skill of time management, particularly in situations when individuals are working on-site with limited time or in a laboratory setting. 
The programme aims to improve efficiency and effectiveness, ensuring sufficient time is allocated in order to accurately complete tests within a given day.
Develop a robust team communication process. 
Effective team communication with different departments is crucial for individuals employed in the validation department. The primary objective of this training and certification course, as a validation department, is to enhance and sustain effective communication between departments.  

[bookmark: _Toc112758331][bookmark: _Toc154576506]Conclusion
AstraZeneca, a prominent player in the pharmaceutical industry, has effectively incorporated expert-backed systems and practices, including performance management cycles such as 360 feedback and 540 feedback, as well as management by objectives. These strategies are aimed at ensuring the success and growth of its employees, which in turn contributes to the overall success of the company.

[bookmark: _Toc154576507]Recommendations 
Employees are incentivized to attain objectives using all possible methods, which may involve employing expedient measures and perhaps lowering the calibre of their job. 
Potential strategies or stress-alleviating techniques might be devised to proactively mitigate the occurrence of such scenarios.
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Employees Development Plan
	Development Objectives
	Priority
	Activities to be undertaken
	Target Start Date 
	Target End Date
	Criteria for Success 

	Proficiency in AVS use and operation.
	Is it very important.
	To ensure the use of the Avs.
	10/12/2023
	20 Days
	Certification

	Develop a robust team communication process.
	Is it very important.
	To ensure all workers communication perfectly.
	20/12/2023
	10 Days
	Certification

	To improve the health and safety awareness of employees using AVS.
	Is it very important.
	To improve the health and safety awareness of employees.
	20/12/2023
	10 Days
	Certification

	The development of time management.
	Is it very important.
	How to manage time successfully and effectively.
	15/12/2023
	15 Days
	Certification

	UK-HSE-manual handling.
	Is it very important.
	How to use effective manual handing?
	15/12/2023
	15 Days
	Certification
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