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This Report is a critical assessment of Developing the Learning Organisation (BMSK 5010) at the ThermoFisher plant based in Crumlin, Newport.
[bookmark: _Toc145616355]Introduction
The writer will critically assess developing the learning organisation at the ThermoFisher site based in Crumlin Newport. The benefits and tools used towards professional development will be discussed along with how individuals can be helped to meet their work-based aspirations. Current ThermoFisher tools will be assessed, these being PMD (Appendix 1), Training Matrix (Appendix 2), E-learning, apprenticeships, job shadowing and job specifications. Theories to critically assess will be Maslow’s Hierarchy of Needs Theory (McGrath & Bates, 2017, pp 55-57) and The Fifth Element (Senge, 2006). 
[bookmark: _Toc145616356]Aims and Objectives
[bookmark: _Toc145616357]Aims
Staff turnover is above average at ThermoFisher’s Newport site, this report will evaluate the companies training program to see if improvements can be made to aid staff retention and assist more employees to reach their aspirations within the company.
[bookmark: _Toc145616358]Objectives
1. How training is currently delivered to the employee.
2. How employee feedback is acted upon.
3. What could be done differently.
[bookmark: _Toc145616359]Methodology
The following literature was reviewed: -
1. Book - The Fifth Element. (Senge, 2006).
2. Book - The Little Book of Management Theories. (James McGrath & Bates, 2017).
3. Report – Employer Skills Survey 2019: Training and Workforce Development. (Winterbotham et al. 2020).
4. Report – The Brain Drain (Oxford Economics, 2014).
5. University of Wales Trinity Saint David course material.
The literate declared was studied and understood, ThermoFisher systems and procedures was accessed. Informal discussions took place with some employees and trainers. The writer also drawing on personal experience from their 9 years of employment with ThermoFisher.
[bookmark: _Toc145616360]Section 1
[bookmark: _Toc145616361]The Training Process
ThermoFisher employs two full time trainers, all new employees are inducted in groups, full time and agency staff receive the same generic training over two days, this being.
1. Company induction, explaining the hazards associated with the processes.
2. What the processes are.
3. Hygiene, company expectations due to sterile environment for production.
4. Good documentation procedure.
5. Gowning procedure.
Following initial training the employees are assigned to their department where training continues, a packer inspector will then spend the next two weeks with a “buddy” checking and packing the various products produced. Training will continue on an ad-hoc basis until familiar with all products produced, this may take up to 6 months. 
The technical staff and managers are employed with the relevant skills required but time is spent as required on company specific software and programs.  All training is recorded on the departments training matrix with employee feedback collected on Training Record and Evaluation Forms (Appendix 3).
E-learning is introduced, the employee is enrolled with Praxis42 (Praxis42, 2023) for health and safety training, here everyone will complete the following every two years.
1. Environmental awareness.
2. Fire and Emergencies.
3. Hazardous substances.
4. Noise awareness.
5. Slips, trips, and falls.
6. Legionella awareness.
7. Manual handling.
8. Stress awareness for employees.
9. Working at height.

The company has its own online University, Thermofisher University (TFU), as the company is very diverse with over 2500 course titles available, an employee is expected to complete four courses every year as a part of their self-development. Security is also taken seriously and must be completed either online or in a classroom situation through TFU, a record of courses completed is kept (Appendix 4).
There is also the Practical Process Improvement (PPI) business system, again each employee must complete four units annually, this is the basis for improving teams and problem solving where members rotate frequently.
[bookmark: _Toc145616362]Methods of Delivery
Several methods are used at ThermoFisher including.
· Shadowing/Buddy system where experienced personnel monitor and train.
· E-learning through TFU, Praxis24, PPI business systems.
· In house with super users, here employees have been highly trained on specific software and programs, and train new users.
· External training providers, who deliver training on first aiders, forklift truck drivers, fire safety,  mental health first aid and machine specific specialism.
· Coleg y Cymoedd is used for the apprenticeships.
· Standard operating procedures (SOP’s) are made available for product inspection, packing, disposal of rejected product.
· Safety and quality alerts are distributed highlighting issues encountered and what the corrective/preventative measures are.
[bookmark: _Toc145616363]Potential Benefits from Developing Individuals in the Workplace
[bookmark: _Toc145616364]Hertzberg’s Two Factor Theory (James McGrath & Bates, 2017)
When resources and time are allocated in developing individuals, staff retention is increased which in turn saves money and effort, increases productivity, and helps the individual cope with unforeseen issues and make informed decisions when the need arises (Crowley, 2022).
[bookmark: _Toc145616365]Costs
In 2014 Oxford Economics in partnership with Unum, an American Insurance Company, published a report that gave a financial indication of the costs involved in replacing staff. In 2014 the average replacement cost was £30,615 for a worker earning £25,000, to consider variations of employment and renumeration, they averaged earnings across 5 sectors whose replacement range was between £20,113 and £39,887. This is a huge sum of money for any company, the costs incurred included advertising the role, interviewing time, agency fees and overtime where applicable, training and loss of output. (Oxford Economics, 2014).
[bookmark: _Toc145616366]Training
Herzberg’s motivational factors highlights the benefits of training, at the end of the course the individual receives recognition for their achievements and receive a certificate of completion. Any courses completed will assist the individual in furthering their career if that is their wish. A well-trained workforce will improve the company’s performance and help in identifying and nurturing the next group of leaders. Employees will feel committed to company goals direction and be motivated.
[bookmark: _Toc145616367]Reputation
The company’s reputation is enhanced by what others see and by word of mouth, retained employees will assist in showing that the company is worth working for, trains its staff well, looks after its employees and is company of destination.
[bookmark: _Toc145616368]Supervision
With all the company’s hard work and effort this is problematic as Herzberg would categorise as a hygiene factor, this is where training has fallen short, supervisors are only trained up to ILM level 3, most of the line managers have not had leadership and management training for over 20 years. They do not connect and understand younger employees who can feel disengaged and worthless.
See (appendix 6) for comparison against Marelli.
[bookmark: _Toc145616369]Critical Analysis
From the Herzberg theory and a comparison with Marelli (Llanelli), ThermoFisher is spending a substantial amount of money in training and resources to develop individuals. Pay and company policies are outside the scope of the Newport site, these are set at corporate levels based in the United States. With the current cost of living crisis and world events, job security is unstable. Achievement is now recognised through a variety of means, including TFU, Praxis42, Internal and external trainers, all completions are supplemented with certification which is recognised outside ThermoFisher. Some of these recognitions have only been established in the last six months, consequently employees are currently being monitored for success. The company is demonstrating its commitment to the training program by information supplied in (Appendix 5), although it must be said that their business model impacts on this.
Agency staff starting with the company must complete 80 hours each of training before they can be left alone to inspect and pack the components produced, this can distort the training hours as they tend to be brought in as groups of ten agency staff.  
Most but not all employees who have completed the various training have been successful in their ambitions. As described in the motivating factors, they receive recognition for their achievements, all training is specific to their work area and does promote responsibility.
With a better trained workforce, the company could make savings through the associated savings of staff replacement, defects are now recognised and corrected more quickly. If they see an issue, they have been given the responsibility to stop the line, preventing the costs of making rejects, re-work costs and preventing substandard work reaching the customer. Also, saving the costs of investigating the substandard work, which if produced would require an investigation team consisting of a Packer/Inspector, Production Technician, Shift Technical Engineering Lead, Quality Assurance, Value Stream Manager and PPI Manager, attending at least five meetings.
Not all is well as there are troublesome areas in supervision, the company promotes training up to ILM level 3, this level is not sufficient for a line manager. Speaking to some line managers they are not interested in better qualifications; they are now at a stage where they assume that they are doing a good job and the company doesn’t require them to upskill.
Comparing with Marelli which is a smaller company, Marelli do not have such a large turnover of staff due to the products they make, and accurate forecasting of cars being built, they are not very reliant on an agency workforce. Marelli an automotive supplier makes products for just in time delivery, to save costs they hold minimal stock. Cost savings through staff retention for Marelli would be much smaller which would be reflected in their training budget. But this is not to say that the staff are poorly trained, quite the contrary the money spent is used to upskill and enhance knowledge. This in turn motivates the staff and makes them feel valued. This was not always the case, in BMSK4002 the writer explained why poor training and knowledge cost the Llanelli site £3M when a clandestine recall for a major car manufacturer was carried out, this brought into focus the importance of a well-trained workforce who were able to deal with unexpected events. This department was relatively new to Marelli, most of the workforce had never seen this defect before and didn’t observe it as a defect, whereas people in that discipline would have immediately seen it as a threat. From that day onwards Marelli understood the value of developing individuals in the workplace and how costly the consequences were.
ThermoFisher reacts to world events and therefore hold a vast amount of stock to deals with epidemics and pandemics, they have three large off site warehouses allowing for an immediate reaction to events. A large proportion of ThermoFisher’s budget is eaten up in bringing agency workers up to a minimum standard assuming they stay long enough to complete the training. Expecting a young person to work 12-hour shifts across 7 days isn’t everyone’s cup of tea, many leave within a few days or use it as a stop gap and then the training must begin again. The training budget could be better targeted by a better business plan and increase the base workforce.


[bookmark: _Toc145616370]Section 2
[bookmark: _Toc145616371]Managing Individuals Expectations in Personal Development 
Several steps are used to manage an individual’s expectation within personal development, ThermoFisher provides training and development (Aguinis & Kraiger, 2008).
[bookmark: _Toc145616372]Program of Management Development (PMD)
At the beginning of the year employees begin a PMD, the company sets its key performance indicator targets (KPI) as prescribed form head office and sets individual goals. At this stage the employee is required to set their own development goals and projects they wish to undertake.
A mid-year review is completed, the employee indicates at what stage of the development they are and what progress has been made with their project. Feedback is given regarding the probability of achieving targets and what improvements are required.
A year-end review takes place, the line manager and employee have a short meeting , as the paperwork has already been prepared, if they agree then this is signed off and closed. If the employee applies for promotion, a secondment, or a job transfer then this document plays a very important part.
[bookmark: _Toc145616373]One to One Meeting
Held monthly, giving the employee the opportunity to discuss with line manager any issues that need to be brought to their attention, any concerns regarding anything in work and any resources required. The manager will discuss what the employee is currently working on, any help that can be offered and any deficiencies noticed.  
[bookmark: _Toc145616374]Job Specification
Every function within ThermoFisher has a specification, this sets out what qualifications, experience and personal characteristics are required. This helps with selecting training courses and helps the individual when completing a GAP Analysis (Leonard, 2022) and personal development plan. Both are required for the PMD to set development goals and establish short and long term ambitions. 
[bookmark: _Toc145616375]Transparency
Quarterly the company gives an overview of ThermoFisher performance and at site level, an honest account is given on revenue, profitability, customer satisfaction and performance against company goals. This “Town Hall” meeting is mandatory and is one way the company drives honesty; the employee knows what is going on and how this can impact personal development where informed choices can be made.
[bookmark: _Toc145616376]SWOT Analysis
As part of the PDP the individual must produce a SWOT analysis (Bridges, 2019) so that weaknesses and opportunities are in focus and is a building block of the PDP.
[bookmark: _Toc145616377]Personal Development Plan (PDP)
A PDP is an integral part of the PMD process, here goals  and timescales are set for various milestones to be met, if not met then the process is revisited, these goals must be SMART goals (MindTools Content Team, 2022), if not then they can be rejected at the PMD review.
[bookmark: _Toc145616378]Involvement and Creativity
The workforce is actively encouraged in joining problem solving groups and the practical process improvement group, this gives the individual an overview of other process and departments, knowledge gained grows confidence with involvement in other areas.


[bookmark: _Toc145616379]Section 3
[bookmark: _Toc145616380]Organisational Development Vehicles
ThermoFisher use a wide range of development vehicles to develop the individual’s needs.
[bookmark: _Toc145616381]Onboarding
Being an American company and regardless of experience or qualification every employee who joins ThermoFisher must spend weeks in the classroom prior to joining their department, this gives everyone a grounding in company and regulatory requirements. The regulatory authority is the Medicines and Healthcare Products Regulatory Authority (MHRA). During this enhanced induction training the employee is given computer-based training, lectures from Health and Safety, Microbiology, Quality and Human Relations department. From what is observed with the packer/inspectors Hollands (Linkedin Community, 2023) six personality types is not an influencing factor in their employment, if it were then new employees may be content with the work and commit to the company.
[bookmark: _Toc145616382]Job Shadowing
Packer/inspectors and technical staff then spend between 2 to 4 weeks with follow up training when low call off product is manufactured, this could take several months to complete.
[bookmark: _Toc145616383]E-Learning
[bookmark: _Toc145616384]ThermoFisher University
Here several websites are available, these being the ThermoFisher’s University, here ethics, cyber security, technical and over 2500 online courses can be accessed, on successful completion recognition is given. This is a mix or prescribed and self-personal development courses.
[bookmark: _Toc145616385]Praxis42
Another online site used for prescribed training, listed below is the current list, this is completed annually with emails sent informing staff that it must be completed before a particular date.
· Environmental awareness.
· Fire and Emergencies.
· Hazardous substances.
· Noise awareness.
· Slips, trips, and falls.
· Legionella awareness.
· Manual handling.
· Stress awareness for employees.
· Working at height.

[bookmark: _Toc145616386]PPI Learning and Development
Problem solving training which the employee is expected to complete as part of their self-development, an online course offered in blocks of 150 spaces worldwide. When registering on a first come first served basis the individual needs to make themselves aware of the language it’s being conducted in and time, as being American the time is in Eastern Standard Time. Some of topics covered are.
1. Facilities Adult Learners.
2. Process Mapping.
3. Daily Accountability.
4. Root Cause Countermeasures.
[bookmark: _Toc145616387]Technical Training
[bookmark: _Toc145616388]Apprenticeships (Coleg y Cymoedd, 2023)
The company does take on apprentices, they join ThermoFisher at year 2, these apprentices come from Coleg y Cymoedd and must complete the interview stage before being offered employment. They then attend college one day per week.
[bookmark: _Toc145616389]Technical Courses  
Very occasionally the technical team who are responsible for the injection moulding machines sit a knowledge test set by the City of Wolverhampton College, the college then marks and passes the marks to ThermoFisher. When funds are available the two lowest scoring technicians are sent away to be trained to level 2, this seems to penalise the rest of the team. Courses are available up to level 5, but availability to the employee stops at level 2.
[bookmark: _Toc145616390]External Courses
To comply with legislation and allow the technical team to carryout their work, several courses are available, they include.
1. First Aid Training.
2. Mental Health First Aid.
3. Lifting & Slinging Operations.
4. Mobile Elevated Working Platforms (MEWP).
5. Fire Marshals.
[bookmark: _Toc145616391]Professional Development Plan
Updated quarterly where Line Manager and employee discuss if key objectives are being met, what resources are required and what is being planned for the next quarter, this process concluded over a 12-month period. Within that time the employee is expected to do some project work from their own initiative.
[bookmark: _Toc145616392]One to One
Every month a discussion takes place to establish if there are any issues to iron out, this is the opportunity for both sides to be aware of anything that may prevent goals and targets to be met.
[bookmark: _Toc145616393]Job Secondments
These do become available within different departments but only last for 6 months, these are available in Line Management, IT, Sales, and Engineering.
[bookmark: _Toc145616394]Job Transfers
These are available but are heavily dependant on a good PMD, a bad PMD or any disciplinary warning will block any transfer, this is only an internal transfer as the site is unique for products in the UK.
[bookmark: _Toc145616395]IT Access
To assist employees access company videos, presentations, messages or articles on the internet, the company has placed 2 PCs in the canteen for employee use.
To assist critical analysis, once again Marelli will be used as a comparison (Appendix 7).
As is shown (Appendix 7) there are differences between both American companies, Marelli has minimal induction training and relies on Standard Operating Procedures (SOP) to get the employees to understand and get through their tasks. E-learning is not available as any training required is delivered within the classroom environment, the trainer believes that this gives a better control and can be delivered in a tight timeline. 
An element of this may be due to having a high number of skilled trades on the production line, they have Engineers, Welders, Electricians and Mechanical Fitters involved on the assembly lines due to the level of automation. These employees join with the relevant qualifications and training if required would be from the machine manufacturer. PMD’s are carried out but are not discussed, this was discovered when some of the employees wrote down on the 5-year ambition as “stocking shelves in Tesco”, this was never discussed with the employees in question and continued for several years.
As John Holland (Linkedin Community, 2023) defined the personality types, Marelli would give testing during the interview stage to try and make sure people were employed for the correct category of work. For assembly workers these would be dexterity testing to see if they had the required motor skills. 
As for formal training, the employee was expected to bring these qualifications with them, there was no opportunity in attending college or academic training.
ThermoFisher on the other hand looks to be doing most things correctly, they have a very structured view of developing individuals, ThermoFisher has good policies but at times are poorly implemented by local management. The company allows supervisors to have academic training, but this stops at ILM3, some people are capable of higher qualifications which would benefit the company as Peter Senge illustrate a “Learning Company” in the Fifth Element (Senge, 2006).
Another area of improvement could be the introduction of personality testing to assist with getting recruits to the correct vacancy, you can fit a square peg in a round hole when the hole is large enough. This mismatch can be seen when some packer/inspectors join the company, they don’t stay long, some have left within 2 hours. This is a waste of training resources; this time and effort could be diverted to develop team learning and the companies’ mental models. Training has given everyone the power to act when something is wrong, but sometimes the confidence isn’t there. As the Fifth Element says (Senge, 2006), successful companies are learning companies. 
Back in 2010 McKinsey & Company published a report (De Smet et al., 2010) that said that training doesn’t have much of an impact on the workplace due to participants mindsets, the training being too long and too difficult to understand. Company higher management do not know what goes on, once training is completed it is not necessarily put into practice, some but not all companies gather feedback but do not act on it.
Companies like ThermoFisher train for the sake of training, it meets on of their KPI’s (Glaveski, 2019), only 12% of training is effective, “people train best when they need to train” (Glaveski, 2019). ThermoFisher could reduce training hours (Appendix 5) with an improved recruitment process instead of continually training employees on the basics.


[bookmark: _Toc145616396]Section 4
[bookmark: _Toc145616397]Plan to Meeting the Development Needs of an Individual & how it’s used to Manage Performance
Once the development needs have been identified by the employee, a meeting needs to be set up with the individual as any action plan going forward must be specific to the needs of that employee goals and ambitions (White, 2012). It needs to be clearly set out at the onset that it is the employees’ responsibility to drive their own development, a manager will not do this for them. The steps taken (Appendix 8).
The plan would continue for a least 90 days and would be reviewed regularly to ensure that progress was being achieved, this would be done with SMART objectives in mind as illustrated below. 
[bookmark: _Toc145616398]SMART Objectives (MindTools Content Team, 2021)

	Specific
	Goals & Ambitions Set by Employee.

	Measurable
	Training courses, certification, manger/peer feedback.

	Achievable
	Courses available, online, academic, mentor, manager support.

	Realistic
	Complete a professional development course within 1 year.

	Time Bound
	Short term goals 6 – 12 months, long term 2 – 5 years.



[bookmark: _Toc145616399]Meeting
A discussion will take place where the employee can explain their ambition and what they want to achieve within the company. This meeting will be driven by the employee, the line manager should be in a listening made and just prompt the employee to say what drives then, their passions, skills, and any actions they would want to see happening (The L & D Academy, 2021).
The manager will already be aware of the company’s goals and vision and can see if there is any conflict of interest, from here an action plan can be drawn up but the employee must agree with what is written. The employee is the driver while the manager provides the support, this action plan is a live document which will be updated regularly as required.
[bookmark: _Toc145616400]Support
The manager will decide on what support is required and available, this may mean a training course, secondment into another area, mentoring or enhancing their current role by either joining some sort of problem-solving group or taking an active role in leading teams, this is down to individual needs and availability.
[bookmark: _Toc145616401]Subsequent Meeting
These should be organised by the employee if there is no regular one to one meeting already setup, here the manager should have gathered feedback from stakeholders and discussions can take place accordingly. Covering what went well and perhaps not as planned, finding a way forward and keeping momentum going.
[bookmark: _Toc145616402]Resources
This covers a wide range of materials, e.g., time, there could be written literature, corporate videos, online videos, secondment, job shadowing, academic courses, professional bodies.
[bookmark: _Toc145616403]PDP
This is alive document that should be regularly reviewed, amended, updated, and added to as required, at ThermoFisher this is stored on WorkDay.
[bookmark: _Toc145616404]Action Plans
Again, this would be a live document which would be regularly revisited and amended with new actions added as required, the employee might find that another pathway is more fruitful.
[bookmark: _Toc145616405]Manager Meeting
These would be setup by the employee so that feedback could be received and to discuss any roadblocks encountered or to request help and support or to seek advice.
[bookmark: _Toc145616406]Managing Performance
When the employee has set their goals and ambitions and the manager acknowledges that these align with Company values. Then several tools are used to manage performance. The manager knows what the employees’ ambitions are, so knows what experience or qualification is missing. This information is vital in the PMD document along with an action plan. The action plan must be reviewed regularly to ensure that goals are on track and achievable.
Evaluation would be in the form of feedback, either from the line manager or supervisor, this would form the way additional progress could be achieved and monitored. SWOT analysis (Bridges, 2019) is one diagnostic tool along with GAP analysis (Richard Keen, 2019), both are very useful. 
ThermoFisher uses online training to boost qualifications and performance, as already discussed this is carried out via TFU and Praxis42, they have recently started to use 360 feedbacks on some of the line managers. Each employee has a starting point in performance and through the training regime qualifications and experience is gained which is carefully recorded.
It could be said that not everyone gets the same opportunity through their line manger when it comes to training to improve performance. Already highlighted there is an academic stop at ILM3, and some technical training is only available to the lower level of staff. The company needs to realise that the more experienced also need to progress and improve performance, this is a very short-sighted viewpoint.
[bookmark: _Toc145616407]Conclusions and Recommendations
It has been shown that ThermoFisher spends a vast amount of money and resource into training as can be seen in the weekly training snapshot in (Appendix 5 Training Hours). A substantial amount of this training is basic to new employees joining the company, if greater care was taken in vetting potential new candidates, then these costs could decline. Once this issue has been addressed then focus can be placed on improving performance through development, there will be more money left in the pot.
It is also very short sighted to stop academic training at ILM level 3, supervisors and line managers need higher qualifications. The PMD system is also not being implemented correctly, this is driven by the manager with minimal employee input. Employees just respond to questions in the document with minimal through or enthuasim.














[bookmark: _Toc145616408]References
Aguinis, H., & Kraiger, K. (2008). Development for Individuals and Teams, Organisations and Society. Annual Review of Psychology. https://doi.org/10.1146/annurev.psych.60.110707.163505
Borzykowski, B. (2017, May 3). Why so many companies get training wrong. BBC. Retrieved September 14, 2023, from https://www.bbc.com/worklife/article/20170503-why-so-many-companies-get-training-wrong
Bridges, J. [Project Manager]. (2019, April 2). How to Perform a SWOT Analysis – Project Management Training [Video]. YouTube. How to Perform a SWOT Analysis - Project Management Training - YouTube
Crowley, L. (2022, November 21). Skill development in the UK workplace: Understand what we mean by skills in the workplace, UK skill levels and the government’s skills policy. CIPD. Retrieved September 10, 2023, from https://www.cipd.org/uk/knowledge/factsheets/skills-factsheet/
Coleg y Cymoedd. (2023). Apprenticeships. Coleg Y Cymoedd. Retrieved September 13, 2023, from https://www.cymoedd.ac.uk/apprenticeships-2/
De Smet, A., Mcgurk, M., & Schwarts, E. (2010, October 1). Getting more from your training programs. McKinsey & Company. Retrieved September 14, 2023, from https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/getting-more-from-your-training-programs#/
Glaveski, S. (2019, October 2). Where Companies go Wrong with Learning and Development. Harvard Business Review. Retrieved September 14, 2023, from https://hbr.org/2019/10/where-companies-go-wrong-with-learning-and-development
James McGrath, & Bates, B. (2017). Herzberg’s Motivation and Hygiene Theory. In The Little Book of Big Management Theories (2nd ed., pp. 62–63). Pearson.
Leonard, K. (2022, March 27). What is a Gap Analysis? Definition and Guide (C. Bottorff & R. Watts, Eds.). Forbes Advisor. Retrieved September 7, 2023, from https://www.forbes.com/advisor/business/what-is-gap-analysis/.
Linkedin Community. (2023, August 3). Hollands RIASEC Model: A Guide to Career Development. Linkedin. Retrieved September 13, 2023, from https://www.linkedin.com/advice/1/how-can-you-use-hollands-riasec-model
McGrath, J. & Bates, B. (2017). Maslow’s Hierarchy of Needs Theory. In J. McGrath & B. Bates (Eds). The Little Book of Big Management Theories: and how to use them (pp. 55-57). Pearson. Praxis42. (2023, September, 10).
MindTools Content Team. (2022, May 24). Smart Goals. MindTools. Retrieved September 12, 2023, from https://www.mindtools.com/a4wo118/smart-goals
 Your route to compliance with Praxis42. Praxis42.com. Health and Safety eLearning Consultancy - Praxis42
Richard Keen. (2021, January 30). How to do a Gap Analysis - The Definitive Guide [ISO 9001]. ISO 9001. Retrieved September 14, 2023, from https://www.iso-9001-checklist.co.uk/how-to-do-a-gap-analysis-for-ISO-9001-(in-6-steps)-gbp.htm
Rogers, T., Sadler, M., & UNUM. (2014). The Cost of Brain Drain. In Oxford Economics. Oxford Economics. Microsoft Word - Brain Drain report - final.doc (oxfordeconomics.com)
 Senge, P. M. (2006). The Fifth Discipline: The Art & Practice of The Learning Organisation. Random House Business. 
Staffordshire University. (2023, September 05). Report Structure. Staffordshire University. ld.php (staffs.ac.uk)
 Thanks.com. (2023, September, 10). Appreciate. Thanks.com/appreciate. https://www.thanks.com/appreciate 
The L & D Academy. (2021, December 21). How to use Personal Development Plans (PDP’s) [Video]. YouTube. Retrieved September 14, 2023, from https://www.youtube.com/watch?v=cHO_OOpVv0A
ThermoFisher. (2023, September 05). Training Matrix Technicians. Microsoft Teams.  Training Matrix - Technicians
ThermoFisher. (2023, September 05). My PMD and Goals. My workday.com. https://wd5.myworkday.com/thermofisher/d/inst/13102!CK5mGhIKBggDEMenAhIICgYI1A0Q8AE~*PzyqoNPHXws~/cacheable-task/12709$10.htmld#backheader=true 
White, C. (2021, March 21). Individual Development Plan (with template and example) [Video]. Indeed. Retrieved September 14, 2023, from https://www.indeed.com/hire/c/info/individual-development-plan-examples
Winterbotham, M., Kik, G., Selner, S., Menys, R., Stroud, S., & Whittaker, S. (2020). Employer Skills Survey 2019: Training and Workforce Development. In Department for Education (DFERPPU 2018061/2). Asset Publishing Service. Retrieved September 5, 2023, Employer Skills Survey 2019: Training and Workforce Development (publishing.service.gov.uk)









[bookmark: _Toc145616409]Appendix 1 – Training Matrix

[image: A screenshot of a computer

Description automatically generated]



















[bookmark: _Toc145616410]Appendix 2 – Extract of a Program for Management Development Document (PMD).

[image: A screenshot of a computer

Description automatically generated]

[image: A screenshot of a computer

Description automatically generated]
[bookmark: _Toc145616411]Appendix 3 – Partial Training Record

[image: A screenshot of a computer

Description automatically generated]












[bookmark: _Toc145616412]Appendix 4 – Training Evaluation Forms

[image: A screenshot of a computer

Description automatically generated]



[bookmark: _Toc145616413]Appendix 5 – Training Hours






[bookmark: _Toc145616414]Appendix 6 – Developing Individuals Comparison Against Marrelli

	ThermoFisher (Crumlin)
	Marelli (Llanelli)

	No. of Internal Trainers.
	2
	No. of Internal Trainers.
	1

	Local workforce.
	250
	Local workforce.
	100

	Training method available.
	Internal courses.
External courses.
Online – TFU, Praxis 42,
PPI business systems.
	Training Methods available.
	Internal courses.
External courses.

	Approximate number of courses completed annually.
	24
	Approximate number of courses completed annually.
	4

	Competition for employment.
	Yes
	Competition for employment.
	Unclear

	No. of employees worldwide.
	130,000
	No. of employees worldwide.
	50,000

	Employee recognitions available.
	Cyber Security Champion.
Golden Globe Award.
Appreciate (thanks, 2023)
	Employee recognitions available.
	None

	Apprenticeships available.
	Yes - 3
	Apprenticeships available.
	No

	Training hours available.
	Approximately 300 hours (Appendix 5)
	Training hours available.
	Not Known





[bookmark: _Toc145616415]Appendix 7 – Training Comparison Against Marrelli

	ThermoFisher (Crumlin)
	Marelli (Llanelli)

	Onboarding/Induction
	2 weeks
	Onboarding/Induction
	1 day

	Job Shadowing
	Yes
	Job Shadowing 
	Yes

	E-Learning
	Yes
	E-Learning
	No

	Apprenticeships
	Yes
	Apprenticeships
	Yes

	Technical Courses
	Yes
	Technical Courses
	Yes

	Job Secondments
	Yes
	Job Secondments
	Yes

	Job Transfers
	Yes
	Job Transfer
	Yes

	Additional I.T. Access
	Yes
	Additional I.T. Access
	Yes

	PMD
	Yes
	PMD
	Yes

	One to One Meetings
	Yes
	One to One Meetings
	No

	Testing before joining
	No
	Testing before joining
	Yes - Dexterity





[bookmark: _Toc145616416]Appendix 8 – Action Steps for Training and Development

	Action Steps
	Responsible
	Start Date
	Completion Date
	Resources
	Results

	First meeting with Manager
	Manager
	01 Aug 23
	01 Aug 23
	Employees goals and ambitions
	Action plan generated

	Action plan implemented
	Employee/manager
	01 Aug 23
	01 Nov 23
	Time, I.T. equipment. ThermoFisher University resource.
	Understanding
Of company specific programs and software

	PMD
	Employee
	02 Aug 23
	02 Aug 23
	Access to WorkDay.
	Document updated

	Feedback
	Manager
	12 Aug 23
	12 Aug 23
	Meeting room
	Need to update action plan 

	Update action plan
	Employee
	12 Aug 23
	12 Aug 23
	Access to PC.
	Document updated

	Manager meeting
	Employee
	14 Aug 23
	14 Aug 23
	Manager input
	Feedback, request resources

	Online course
	Employee
	18 Aug 23
	20 Aug 23
	ThermoFisher University access
	Update training record

	Shadow Supervisor
	Employee
	01 Sep 23
	30 Sep 23
	Time away from job role
	Understanding of day-to-day tasks

	Meeting manager
	Employee
	02 Nov 23
	02 Nov 23
	Managers time, office
	Review of progress

	Update action plan
	Employee
	05 Nov 23
	05 Nov 23
	Time
	Plan next step

	Review SWOT (Bridges, 2019) analysis
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The world leader in serving science

1

Non-Productive Hours

Hours: Description:

Variation

(Planned → 

Actual)

Actual 

Training 

Hours

(As per Training 

Log)

Planned 

Training 

Hours

(As per Weekly 

Schedule)

Shine (5.5), Ethics (1.5), W.I. (3.5), Q.Alert (2.25), Mattec (0.75)

13.5

+15.0

120.0

105.0

Continental A

Shine (3.25), Utility (10.5) S.Snook, Mattec (1.75), 

Forklift (44.0), Rework (124.0)

183.5

-53.5

30.0

83.5

Continental B

Shine (3.0), Ethics (8.75), W.I. (1.25)

13.0

+1.0

1.0

0.0

Continental C

Shine (2.5), Ethics (1.5), PPI (1.5)

5.5

-42.0

0.0

42.0

Continental D

Amanda Jones (Planned 52.5 / Achieved 10.5) 

-30.5

61.0

91.5

Petri

+1.0

1.0

0.0

Containers

Wayne Kinsey (Multivac)

+10.5

10.5

0.0

Pipettes

Matthew Jones (Water Bottles)

+1.0

1.0

0.0

General Moulding

Ellie Foote (-11.5 moved to GM), Jamie Brooks (-31.0 no labour)

Robert William (-14.0), C.Vaughn (-21.0) Julie Adams (-21.0)

-61.5

77.5

139.0

ISBM

215.5 -79.5 151.0 230.5 Totals :

366.5

Total Submitted:

215.5

Non-Productive:


Microsoft_PowerPoint_Presentation.pptx
1

Training Hours for Week 16…

				Planned Training Hours 
(As per Weekly Schedule)		Actual Training Hours 
(As per Training Log)		Variation 

(Planned → Actual)		 Non-Productive Hours

  Hours:                                       Description:		Non-Productive Hours

		Continental A		105.0		120.0		+15.0		13.5		Shine (5.5), Ethics (1.5), W.I. (3.5), Q.Alert (2.25), Mattec (0.75)

		Continental B		83.5		30.0		-53.5		183.5		Shine (3.25), Utility (10.5) S.Snook, Mattec (1.75), 
Forklift (44.0), Rework (124.0)

		Continental C		0.0		1.0		+1.0		13.0		Shine (3.0), Ethics (8.75), W.I. (1.25)

		Continental D		42.0		0.0		-42.0		5.5		Shine (2.5), Ethics (1.5), PPI (1.5)

												

		Petri		91.5		61.0		-30.5				Amanda Jones (Planned 52.5 / Achieved 10.5) 

		Containers		0.0		1.0		+1.0				

		Pipettes		0.0		10.5		+10.5				Wayne Kinsey (Multivac)

		General Moulding		0.0		1.0		+1.0				Matthew Jones (Water Bottles)

		ISBM		139.0		77.5		-61.5				Ellie Foote (-11.5 moved to GM), Jamie Brooks (-31.0 no labour)
Robert William (-14.0), C.Vaughn (-21.0) Julie Adams (-21.0)



		Totals :		230.5		151.0		-79.5		215.5



		Total Submitted:		366.5

		Non-Productive:		215.5
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Training Schedule : Week 17 : ISBM

2

Proprietary & Confidential |  authoremail@thermofisher.com | 21-October-2020

Notes:



Slide 1 : Petri Dish

Slide 2 : Containers

Slide 3 : ISBM

Slide 4 : ISBM



Planned Training Hours:

Petri Dish : 6.0hrs

Containers : 21.0hrs

ISBM : 74.5hrs







 



















               







Training Schedule : Week 17 : 

3

Proprietary & Confidential |  authoremail@thermofisher.com | 21-October-2020

Notes:



Slide 1 : ISBM



Planned Training Hours:

ISBM : 84.0hrs















               

Proprietary & Confidential |  authoremail@thermofisher.com | 21-October-2020

4

Fork Truck Training – Schedule



		Name :		Date :		Shift :		License :		Notes :

		Ray Stockwood
Angharad Williams		Tuesday
14th Feb		Con D		Ride-On Refresher		D Shift is Days

		Stuart Wiliams
Josh Andrews		Wednesday
15th Feb		Con A
Con B		Ride-On Refresher		A Shift is Days
B Shift is Nights (Will need cover)

		Barrie Thomas
Steven Howells		Monday
27th March		Con C
WR		Ride-On Refresher		C Shift is Days

		Gareth Palmer		Thursday
2nd March		Days		Reach Truck Refresher		

		Conor Bull
Keiron Jones
Daniel Furmage
Llyn Bevan
Dean Woodington		Wednesday 5th April		Con A
Con C
Days
Days
Days		Overhead Gantry & Slinging		A Shift (Off from Days)
B Shift (Off from Nights)
C Shift (Working Days)
D Shift (Working Nights)


		Michael Hadigate
John Evans		Wednesday
19th April				Counterbalance Crossover		

		Evan Penny
David Pervin		Monday 17th – Thu 20th April		Con B		Reach Truck (New Licenses)		Con B Shift are Off Work W/E leading up to Monday, then Dayshift Mon & Tue





 Completed

 Completed

 Completed

 Completed

 Completed

 Completed

 Completed
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Proprietary & Confidential |  authoremail@thermofisher.com | 21-October-2020

5

SHINE Online Training :

Course for Q2 – Slips, Trips, Falls
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Proprietary & Confidential |  authoremail@thermofisher.com | 21-October-2020

6

Environmental Health and Safety (EHS) Risk Assessment Form

Email notification sent out Mon 3rd April.

Completed :

Peter Barton

Rhys Luther

David Thomas

Andrew Jones

Daniel Furmage

Alan Hurley

Andrew Bevan

Barrie Thomas

Ryan Davies

Leigh Jones

Callum Stewart

Completed :

Przemyslaw Mularczyk

Lee Firth

Jade Parry

Muhammad Latif 

Dale Price

Lee Harvey 

Steven Howells

Gareth Palmer

Martin Exton

Nathan Lester

John Evans



Completed :

John Parris

Dilwyn Harris

Michael Hadigate

Kristopher Moses

Dean Woodington

Ian Birkby

Paul  Young

Gareth Flanagan 



Not Completed :

Michael Hadfield

Robert Price
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Proprietary & Confidential |  authoremail@thermofisher.com | 21-October-2020

7

Questions & Actions

ONGOING:

Update in the Training Procedure (QP027) – training sent out across all departments – ongoing

Bioburden & Endotoxin Sample Collect (WIQ003) – Up-Issue training to be sent out : Week 17



Mattec Training & Sign Off’s for VSM & STEL’s – Can we arrange a schedule?



PR ID 701406 Planned deviation to be able to conduct training against the work instruction in draft 
stage - The DCO (DCO1290126) has been created for WIN0028708 
Work Instruction to operate the conveyor and ALS robot for ISBM department. – planned week 17 & 18
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