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Abstract: 

The quality-by-design component is outwardly, or market-oriented, whereas the quality-of-

conformance component is internally, or operations-oriented, according to the systematic 

examination of quality of design and quality of conformance. The goal of compliance quality 

is operational efficiency, or doing things correctly, and the efficacy of a design spreads when 

it is of high quality. The production department is directly accountable for the quality of 

conformity since it focuses on the elimination of variation through convergent thinking. Since 

quality of design is a by-product of divergent thinking, research and development, marketing, 

and engineering activities are jointly responsible for it. A decrease in design quality represents 

a shift in consumer wants and expectations, indicating product obsolescence, while a decrease 

in conformance quality is a symptom of product depreciation. Thus, communication between 

two parties proceeds in a circular manner, starting with the emergence of customer 

requirements and expectations. These expectations may result from a variety of factors, such 

as advancements in science and technology, increased environmental and safety awareness, 

new rival strategies, or the obsolescence of a product. In this article, critical review on 

pharmaceutical industry talent management strategies through strategic quality management 

has been discussed. 
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INTRODUCTION: 

Since a few decades ago, neither legislators nor prescribers nor customers have given much 

thought to the quality of pharmaceuticals, yet in the modern world, drug manufacturers spend 

more money on the production of prescription products than on research and development. The 

essay on an endeavour to address existing Good production Practices in the 21st Century 

discusses the problem of defining pharmaceutical quality. Pharmaceutical production is one of 

the most strictly regulated industries. There is disagreement over the definition, as is seen from 

the quality literature. The most frequent component of a quality definition is, however, meeting 

or exceeding the demands or expectations of the client. Now, in the case of pharmaceutical 

products, customers are the individuals who use the products, their caregivers, and the medical 

professionals who prescribe, dispense, and administer the products. The main justification for 

a regulatory body's regulation of the quality of drug products and medicines is that none of 

these customers frequently have the chance to independently evaluate the quality of the 

products they use. Numerous catastrophes have occurred throughout the history of the 

pharmaceutical industry as a result of unknowing patients ingesting or administering tainted 

medications. 

  

A high-quality drug is one that is produced in accordance with current good manufacturing 

practices (cGMP), although there are other definitions of drug quality that the pharmaceutical 

industry has proposed. "Fitness for use" is defined as the drug meeting its pre-specified quality 

attributes or regulatory specifications given in monographs (for example, the United States 

Pharmacopeia for the United States of America). 

  

Although the UDFDA has not established a definition of drug quality for regulatory practices, 

one aspect of a quality definition that can be identified based on FDA practices is that it delivers 

clinical performance in accordance with label claims, or, in other words, does not introduce 

additional risks because of unexpected contaminants. Another way to consider drug quality is 

from the standpoint of cGMP enforcement or from the viewpoint that quality must be 

integrated. The drawback of both definitions is that neither one includes qualities that buyers 

may judge, such as price or beauty. They haven't talked about customer focus or product 

accessibility, either. Therefore, High-quality drug products may be those that consistently and 
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reliably deliver the clinical performance and other characteristics stated in the label, are not 

contaminated, and are available, which is a more operational definition of drug quality. 

REVIEW OF LITERATURE: 

Kaur, H., & Kaushik, S. (2021) study's goal is to see how much conventional planning 

methodologies are used by Indian pharmaceutical businesses instead of the new learning 

approach to strategic planning. In addition, the study will look at how pharmaceutical 

companies in India perceive their ability to integrate continuous improvement goals and 

product quality into overall strategic planning, as well as their success in implementing total 

quality management (TQM) programmes, using three different continuous improvement 

mindsets. 

Al Aina, R., &Atan, T. (2020) explained that as a result of the constant emergence of new and 

unexpected challenges in today's marketplace, the role of management is becoming 

increasingly complex, and achieving corporate goals and objectives is becoming increasingly 

critical. Talent management strategies have recently been criticised by academics and 

practitioners for their failure to align operational and strategic goals with long-term 

organisational sustainability. However, this issue has yet to be thoroughly investigated. That's 

why we're investigating how people management practises in UAE real estate companies affect 

overall company performance over the long term. An empirical study in the United Arab 

Emirates will be conducted as a part of this research. To gather information, a structured 

questionnaire was distributed to 306 managers of real estate companies. Assumptions were 

tested through the use of structural equation modelling (SEM). Long-term organisational 

performance was not significantly impacted by talent acquisition and retention, but learning 

and development, as well as career management, had a significant positive effect. For long-

term success in the workplace, management should prioritise training and development for 

employees, as well as career management through the use of coaching and training programmes 

and job rotation 

Sharma, S., & Modgil, S. (2019) stated that the goal of this article is to look at the effects of 

total quality management (TQM) and supply chain management (SCM) methods on 

operational performance, the way they interact with each other. With the support of literature 

and industry professionals, important constructs for pharmaceutical quality and supply chain 
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have been discovered. TQM practises have been assessed in terms of their influence on supply 

chain procedures and operational performance. The effect of supply chain procedures on 

operational performance has also been studied. Structural equation modelling is also used to 

assess and evaluate alternative models. Findings During the testing of alternative models, it 

was discovered that TQM procedures had a direct influence on operational performance. TQM 

procedures, on the other hand, have a direct effect on supply chain components, which in turn 

affect total operational performance. When compared to other models, the model in which 

TQM practises influence supply chain practises, which in turn influence operational 

performance, is determined to be the most suitable. From the standpoint of industry, this 

research has several helpful implications. The pharmaceutical sector relies heavily on TQM 

techniques. TQM is at the heart of achieving a seamless supply chain, which will have a 

stronger influence on operational performance. TQM procedures foster strategic supplier 

partnerships, procurement management, information exchange, and quality and inventory 

control techniques. This three-way connection aids in achieving the required operational 

results. Only a small number of studies have looked at both areas together to improve 

operational performance. TQM and SCM are essential areas in the pharmaceutical sector for 

any firm to generate success. 

Bahrami, n.d. (2018) stated that the goal of this research was to investigate the effect of TM 

strategies on climate innovation at the University of Medical Sciences Isfahan. Methods: An 

intersectional study. The target demographic had included all members of the faculty. 242 

faculty members have been selected in this research by accidental sampling process. Data 

collection instruments were TM strategies questionnaires focused on the Luthans et al. model 

based model of Collings and Mellahi and the climate innovation questionnaire. The data 

analyzes were conducted using Pearson correlation, ANOVA one way, t-tests and model 

regression. Results: TM approaches and climate adaptation cores were 4.29±1.17, and 

4.17±1.17, respectively, according to the tests. The findings showed that the relationship with 

TM strategies (open communication, employee growth, incentives and recognitions, 

performance management and open environment / culture) and the environment of innovation 

are statistically important. As a result, all hypotheses for the research were confirmed. 

Conclusion: TM approaches are a systematic, department-wide system designed to increase 

employee happiness, promote workforce learning and help workers navigate changes and 
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transitions more effectively. The study indicated that talent management approaches are a 

systematic, department-wide system designed to improve the satisfaction of faculty member, 

enhance organizational learning and help workers handle changes and transitions better. 

Rawashdeh, A. M. (2018) stated that this investigation will look at the influence of people 

management strategies on Jordanian business banks' performance. The research is structured 

in a quantitative manner. The main data was collected using questionnaires as a tool. Line 

managers and head admissions HR managers were polled in this survey. There were 120 people 

that responded to the survey. Random sampling was utilised in the study. This evaluated a final 

set of 101 completed questions. Three hypotheses were developed using writing audit and 

tested through unmistakable investigation, with SPSS doing independent t-test testing. The 

findings show a clear correlation between Bank success in acquiring, developing, and retaining 

people. The bank's management is encouraged to keep manufacturing and being serious about 

the enticing structure they've put in place to respond to market developments. It was also 

suggested that the incentive system be built in line with labour market circumstances and 

competition in order to retain talented individuals and prevent labour turnover. As the major 

key to keeping skills, it should concentrate on the mechanics of rewards. Larger sample 

numbers will be required in future studies. Furthermore, future research based on those 

characteristics will properly compare the performance of Jordanian banks with that of other 

Middle Eastern banks. 

Devi, S. (2017) explored that the point of this examination is to investigate the connection 

between Talent Management and Organizational Performance in detail. Design / Methodology 

/ Approach: It used a quantitative approach. Data for this study were collected via questionnaire 

from private banks. Participants were chosen by easy sampling process, and the questionnaire 

was completed by 150 respondents in total. Findings: The findings went in a favorable direction 

and met the present study's research aims. The model taken from literature review has 

confirmed the presence of a positive relationship between Talent Management(TM) and 

Organizational Efficiency. Therefore, TM's interaction with organizational success is 

moderated by employee involvement. That is, verify again by simulation of Structure equation. 

Contribution: Work makes a significant contribution to the banking sector by offering insight 

into how talent management enhances banks' organizational efficiency. Originality / Value: 

This is an attempt to analyze the effect of Talent Management on banking sector organizational 
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efficiency. Ramifications: The report offers insight into the practical and theoretical 

ramifications in the banking sector that will enable banking industry employees to succeed. 

Agbaeze, K. E., et al., (2017) explained a report examined critically the effect of Talent 

Management Techniques on Organizational Quality in Selected Deposit Money Banks (DMB) 

in Lagos State , Nigeria. Specifically, the examination looked to: I determine how much 

succession planning identifies with sustainability; (ii) determine how much human capital 

improvement influences the innovative limits of workers; and (iii) investigate the effect of 

grade pay on employee engagement in selected DMBs under review. The research had 

followed the style of the survey. The study population was 3126, comprising management and 

junior workers from the selected DMBs in the state of Lagos , Nigeria. This includes Nigeria 

Plc's First Branch, United Branch for Africa Plc, Zenith Bank Plc, Access Bank Plc and 

Ecobank Plc. The sample size of 359 was derived from the population using the method of Bill 

Godden at 5 per cent margin of error and 90 per cent confidence point. Data were collected 

using the questionnaire research tool and interview guide built in a 5-point Likert Scale and 

administered manually to the respondents. The validity of the instrument was assessed using 

validity of material, and this was performed by three industry and academic management 

experts. Cronbach alpha was used to test the device's reliability, giving a coefficient of 0.83 

suggesting the research instrument's high reliability. The hypotheses were evaluated using 

statistical methods for the correlation coefficient of Pearson’s product moment and simple 

linear regression. The investigation suggested that: organizational management ought to 

guarantee that precise , proficient and consistent succession management is brought out through 

key interpretation, especially in store money banks; assessing and developing staff to ensure 

that they are capable of assuming / succeeding key roles as it ensures / leads to the industry's 

survival and viability of an organization. Deposit money banks must inculcate a high level 

human capital development programme, by undertaking trainings, Configuration plans and 

customary investigation and studies as they influence inventive aptitudes on laborers and 

empower organizations to design deliberately for new and uncertain government strategies and 

market atmosphere, individually. Compensation, appreciation and incentive frameworks, for 

example, bonus pay, income sharing, remittance for unworked hours, ought to have an 

unmistakable valence or interest for laborers and ought to be reasonable , objective and ideal 
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in deserving of top-performing laborers as it cultivates more noteworthy emotional connection 

and reinforces representative promise to depositing money banks 

Kigo, S. K., & Gachunga, H. (2016) investigated that the procedures put in place to guarantee 

that skilled personnel are retained are critical to any organization's success. The difficulty for 

today's managers is to keep their employees engaged while also ensuring that talented 

employees are recruited and kept. The manager must be familiar with other organisations' 

existing acquisition and retention tactics. Most firms strive to capitalise on skilled activities 

and representative devotion in the workplace by establishing a win-win scenario for both the 

company and the employees. The goal of this research was to see how talent management 

practises affected employee retention in the insurance business. The study focused on the 

insurance industry, with five businesses being examined. The study was descriptive since only 

the anomalies were detected by the respondents, and no factors were manipulated. The intended 

workforce consists of 200 assistants and managers. A simple random sampling procedure was 

used to choose 70 employees as samples. A systematic questionnaire was used to collect 

primary data. The SPSS software, version 21.0, was used to analyse the data. Most firms aim 

to capitalise on skilled activities and employee devotion in the workplace by establishing a 

win-win scenario for both the company and the reps. Furthermore, the study used a 5% degree 

of significance correlation and regression analysis to determine the strength and direction of 

the association between the variables under consideration. Talent acquisition had the greatest 

beneficial influence on staff productivity (Pearson correlation coefficient =.877), according to 

the research. Employee retention is also linked to talent development, incentive strategies, and 

succession planning (respectively.588,.705,.0424). According to the investigation, the 

organization's management failed to appropriately plan and manage career routes. Their ability 

to stay in the firm has not been boosted by the company's succession plan policy. Employee 

retention will be aided by such systems, according to the report. The research might be 

conducted with a focus on Kenyan-owned businesses with a more diversified workforce. In 

addition, to generalise the outcomes of this research, numerous variables other than those 

utilised in this analysis may be used 

Sharda, K. (2016) explored that using a case study technique, the researcher investigated the 

adoption of talent management processes in the pharmaceutical business in India in this work. 

Through 30 semi-structured interviews, data was gathered from top management and senior 
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managers in HR, marketing and sales, research and development, operations, and quality areas. 

The data was analysed using a conceptual framework developed from existing talent 

management literature. Talent management methods, talent management mechanisms, talent 

pool strategy, and the interaction with company strategy, organisational performance, and 

competitive advantage were among the factors examined. The dimensions were utilised to 

create a framework that stressed two key factors in efficient people management: degree of 

integration and organisational goal alignment. Contingency-based, results-oriented, activity-

based, and vision-driven talent management were the different systems of talent management 

that developed from the confluence of these two elements. A collection of techniques has been 

presented based on the emerging framework and existing research that might improve the 

efficacy of talent management procedures in enterprises. 

Sareen, P., And Mishra, S. (2016) explained that talent management is an organisational 

approach that companies hope will help them retain their best and brightest people while also 

improving the company's performance. This is a method for efficiently employing the right 

competitors, preparing them to assume top positions in the future, analysing and monitoring 

their success, and preventing them from leaving the company. The effectiveness of workers is 

critical to any company's success. Because the employees have unique abilities that the 

competitors cannot reproduce, the firm has an instant competitive edge over its competitors. In 

order to manage this specialised human resource, firms are focusing on building effective 

structures and procedures for talent management. Because the whole pool of knowledge is now 

out of the organization's control when they depart, organisations are now working hard to 

maintain its top / critical personnel. This is the method for successfully selecting the right 

candidates, preparing them to take top roles in the future, assessing and monitoring their 

success, and preventing them from leaving the company. The results indicate that talent 

management has a limited impact on performance. Companies may utilise this talent in 

captivity to boost their development and profitability if it is properly controlled and 

disseminated in the correct areas. 

Madipelli, S., &Chinappa, Y. (2014) emphasized that organizations and individuals are 

mutually reliant on one another. Organizations provide employees with a source of income. 

The productivity and earnings of an organisation are derived from the services provided by its 

personnel. Organizations spend a lot of money on human resources in order to get the most out 
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of their workforce. Employees have a critical role in several organisational functional areas 

such as finance, production, marketing, people, research and development, and so on. 

Employees in the organisation must make decisions about planning policies, setting objectives, 

plant location, layout, nature and size of business, type of products/services, number of 

employees, raw material and machinery procurement, production policy, marketing strategies, 

attracting customers, and so on. Employees are participating in organisational activities based 

on their job and classification. Human resources are in charge of all activities in each 

department. Talent attrition is a concern in every industry, including banking, insurance, 

information technology, information technology enabled services, pharmaceutical, medical, 

and educational institutions. With the use of a chart, the study article attempts to identify the 

reasons and effects of inadequate talent management, as well as provide some corrective 

approaches for successful talent management 

Research on employee training and organizational efficiency, Azara ,S.& Mohammed 

,A.K.(2013) showed a strong and optimistic correlation between training and organizational 

efficiency. The analysis used both qualitative and quantitative research formats and 

questionnaires as the key instruments for data collection. 

Venkateswaran, N. (2012) explored that people are a Computer Company's most important 

tool. Tech organizations particularly have consistently needed to go after the best and most 

splendid. In the face of rising competition for the talent they need, they are working harder and 

longer to retain their best, build skills internally and always on the lookout to attract the best 

and brightest. The aim of this paper is to provide an in-depth look at where retailers on the 

talent front thrive – and where they come up short. The research methodology used in this study 

is descriptive, and the conceptual structure of this analysis is focused on concepts of theory and 

methodology. This paper draws on a study of 112 organizations to analyze how talent 

management approaches in software companies influence organizational efficiency. The 

results from this study are talent management strategies that concentrate heavily on business 

strategy and comply with overall company objectives. Such activities have a statistically highly 

important effect on company profits; one that is broader than any other talent management 

strategies focus. This research paper indicated that the management and individuals need to set 

benchmarks and convey the effect of talent acquisition activities by the company. 
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Poorhosseinzadeh & Subramaniam, (2012) a quantitative research design analysis on 

Malaysian multinationals found a positive and important relationship between talent 

acquisition and performance in an enterprise with a correlation of 0.543 and 0.000 at 0.05 levels 

of significance. They also noted that a company's probability of attracting the right talent d was 

also noted. Poorhosseinzadeh et al. (2012) study also found a strong and significant association 

between talent retention and performance with a correlation between 0.684 and 0.000 at 0.05 

between value 

CIPD (2010) report on the effects of learning and talent growth revealed that 56 per cent in-

house development projects and 51 per cent coaching by line managers rated among the most 

successful learning and development activities. E-learning has also been recognized as a key 

element of learning and development. In addition , the study found that senior managers and 

the human resource department were charged with ensuring that the courses were implemented 

and that the learning process was efficiently organized overall. The research was done by 

means of a survey of various organisations. The study also showed that the skills the employer 

said they had to work on were primarily communication skills at 65%, frontline people 

management skills at 55% and market knowledge at 51%. 

Van Dam, (2004) found that there's a higher employability tendency for people who receive 

more organizational support. Kraimer et al .investigated the relationship between 

organizational profession management and saw vocation support. They depicted apparent 

vocation support as the worker's conviction that the organization thinks about its profession 

needs and objectives. They found that recruiting openings and informal organizational 

profession management exercises, including informal occupation conversations with a 

supervisor, commitment in troublesome work tasks, and mentoring relationships with senior 

associates, contribute well to apparent vocation support. Organizational vocation management 

exercises include: performance evaluation as a reason for profession selection, vocation 

focuses, human asset profession counseling 41 division, formal mentoring, work seminars, 

retirement training administrations, succession planning, profession development formal 

education and horizontal strides to manufacture cross-functional aptitude. 
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CONCLUSION: 

The review of quality literature shows that the pharmaceutical industry and health authorities 

adhere to the manufacturing-based definition of quality as well as the definition of quality 

propagated by Juran based on the division of quality into two components, namely "Quality of 

Design" and "Quality of Conformance." Various drug-regulating authorities like the FDA and 

ICH have been focusing on the concepts of Quality by Design and conformance to quality. 

However, they are also seeking ways to integrate quality throughout all organizational 

operations and business processes. However, the comparative emphasis on quality at each 

organizational level (strategic, business, and operational) changes to respond to changes 

depending on the stage or position of the product in the product lifecycle. This is because the 

concept of strategic quality encourages the management of quality at all the strategic levels, 

each with its own organizational and control relationships. 
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