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[bookmark: _Toc17842346]Introduction
Developing relationships in the organisation indicates the communication skills and adapting ability of individuals in different situations and new work environment which ultimately leads to success and personal achievement for the individual within the organisation (Pelham, 2016). Development of a healthy relationship in organisations create mental peace and positive ambience at the workplace and it brings individuals from diverse backgrounds for a common platform to reach the best possible solutions. A healthy relationship develops respect and trust among employees that enable them to perform better and have some achievement in the workplace. This report deals with the assessment of the potential benefits of developing individuals in the workplace for Boot UK. Further, it evaluates development vehicles of Boots UK in meeting and developing the needs of the individual within the organisation. The report includes a plan for individuals identified development needs and expectations of individual of Boots UK and finally, it provides suggestions for improving individual skills. 

[bookmark: _Toc17842347]Company overview
Boots UK which was known as Boots the Chemists Ltd is a health and beauty retailer and pharmacy chain company. The company was founded by John Boot in 1879 at Nottingham, United Kingdom (Boots-uk.com, 2019). 
[image: Image result for BOOTS uk]
This pharmaceutical company mainly based in the UK but also operate its business countries like Thailand, Ireland, South Korea and Bahamas. In the UK and Ireland, Boots UK is one of the largest retailers in terms of size and revenue which has 2500 shops across the United Kingdom and Ireland. The company has 56000 employees in the UK and 1900 employees in Ireland.    



[bookmark: _Toc17842348]1. Providing a critical assessment of the potential benefits to Boots UK and the individual of personally developing individuals in the workplace.

[bookmark: _Toc17842349]1. Providing an assessment of several potential benefits to the Boots UK and the individual of personally developing individuals in the workplace.
Developing individuals in the workplace indicate the improvement of individual in Boots UK in case of talents, potentials, consciousness and employability (Russell, 2013). This will realize individuals how to improve yourself and setting the prospects in future.
Potential benefits to the Boots UK of personally developing individuals
Increased productivity: The development of the individuals in Boots UK through training directly improves the productivity and efficiency of employees (Wircenski, 2013). Employees also get to know with new technology and have knowledge the best way to the existing one. Otherwise, the company can lose money, time and resource when employees are not developed individually.
Less supervision: Personally, developed employees have the necessary set of skills which lead them to carry the tasks independently. Developing individuals in Boots UK can aid them to acquainted with the job and required less supervision (Pelham, 2016). On the contrary, Boot UK need to spend more time guiding and supervising employees if they are not developing employees.
Reduction of errors and accidents: Developing individuals in Boot Uk can give the required knowledge and precise skills of performing a task that stops employees from doing errors in work (Wircenski, 2013). Therefore, Boots UK can get consistent standard performance from each individual of the company if it makes arrangement of personal development. 
Job satisfaction: Employees get satisfaction in work if they have continued success and appreciation of work (Grant, 2018). The individuals of Boots UK can satisfaction if they have talent and ability to perform and execute a task. Employees can have the ability when there lose facilities for skill improvement in the organisation.  
Reduction of turnover and absenteeism: If the company provide the opportunity to individuals of developing, it creates skills among employees which give them security in work (Russell, 2013). Therefore, it reduces labour turnover and absenteeism. Otherwise, Boots UK can lose money and time in recruiting new employees.
Potential benefits to the Individual of personally developing individuals
Self-awareness: Personally developing individuals in workplace raise self-awareness among employees. It aids the employees of Boots UK who they are and what should be their belief and values in the company (Russell, 2013). Therefore, each individual in the organisation gets to know the purpose while performing the jobs or duty.
A sense of direction: When individuals have self-awareness, they can be more clear about what they wish to achieve in the company (Grant, 2018). Developing individuals in Boots UK can raise awareness in work which leads them to have a clear direction for work. However, clear direction makes decision making a lot easier for the individuals.
Improved focus and effectiveness: Developing individuals come with clarity in work even with an improved sense of direction while there is always multiple tasks looking for attention (Wircenski, 2013). Therefore, the individuals of Boots UK will be clearer on objectives and can quickly identify which will give the best result with available resources.
Greater resilience: In the case of an individual, personal development can help individuals from dealing with bad things when they have skills and attributes to deal effectively (Pelham, 2016). Eventually, the facilities of developing personally in Boots UK can give greater resilience, confidence, personal and interpersonal skills to cope with.
More fulfilling relationships: Improving personal development assist individuals to judge which relationships are worth investing and which need to be cut loose (Grant, 2018). Therefore, personal development in the organisation provides a positive impact on individuals of Boot UK that how to befriend and make relationship seniors and juniors.






[bookmark: _Toc17842350]1.2 Applying Maslow and Heirberg theory to personally developing individuals to the organisations. 

Maslow’s theory of needs
Maslow’s theory of needs is a motivational theory which comprises the five layers of human needs (Pelham, 2016). These needs indicate how individual develop themselves to meet the needs at different levels through motivation.
[image: Related image]
Figure 1 Malow's theory of Needs (Pelham, 2016)
Physiological Needs: Physiological needs of individuals refer to the needs of water, food, cloth and shelter (Grant, 2018). Boots UK provides enough payment to each level of individuals in the organisation so that they can meet the needs of physiological. The company arrange accommodation facility for the employees.
Safety needs: Safety needs refers to the needs of an individual’s safety in the workplace and job security (Wircenski, 2013). Boots UK retains the best performing employees in the organisation and maintains proper safety for individuals in the company and the company has insurance on employee’s unexpected accidents.
Social belonging needs: For developing individuals in the organisation, Boots UK mixes different background employees in the organisation so that they can get along with each other (Wircenski, 2013). The superior in the company often drink tea along with the employees so that the company meet the social belonging of individuals
Esteem needs: Esteem needs of individuals in the organisation refers to developing of self-image and appreciation for the performance. Boots UK gives separate recognition to top-performing individuals in the organisation (Pelham, 2016). The company in order to meet the esteem needs of individuals provide a regular promotion to employees.
Self-actualization needs: In this level, the individual in the organisations know the potential of himself and seeking personal growth from the company (Wircenski, 2013). Boots UK for this level of individuals provides special facilities which separate from other individuals in the company such as a private car, flat and share in profit.
Herzberg’s two-factor theory
Herzberg’s two-factor theory discuss the factor which motivates the individuals in the organisation through identifying an individual's needs and desire and satisfying those desires and needs (Grant, 2018). The two factors of Herzberg includes motivating factor and hygiene factors.
[image: Image result for herzberg theory]
Figure 2 Herzberg two factor theory (Grant, 2018)
Motivating factors
Achievement: Boots UK provides individuals with a proper appreciation for the succession of the job (Pelham, 2016). Therefore, individuals in the company feel proud of having done something difficult.
Recognition: The company provide recognition and proper reward to best-performing employees so the individuals get motivated to perform better in future (Russell, 2013).
The work: Boots UK tries to provide each individual the work which is preferable to them. Therefore, individuals get interest in the job and result in the best output in the organisation.
Advancement: The company give regular promotion to the individuals in the organisation so that they do not get dissatisfied after performing well for so long (Russell, 2013).
Growth: The newly assigned job for individuals in the company gives chances to develop new skills. Therefore, employees remain interested to learn new things.
Hygiene factors
Company policies: In assessing individuals in the organisation, Boots UK follow a fair and proper assessment method in the organisation (Wircenski, 2013).
Supervision: Each superior in the Boots Uk provide proper supervising to the employees so that individuals can turn efficient manpower for the organisation.
Relationships: The company develop a culture in which the employees, superiors and mangers are very cooperative with each other (Pelham, 2016). Therefore an individual can develop through making relationships.
Work conditions: The work condition of Boots UK is very safe and the company maintain proper safety guideline while operating equipment (Wircenski, 2013).
Salary:  The company provide highest to the employees comparing the other pharmaceutical company of the UK and employees also satisfied with payment skell.
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[bookmark: _Toc17842352]2.1 Evaluating techniques for supervision and formal appraisal of Boots UK.
Boots UK uses several techniques for evaluating individual employee performance appraisal and supervising them (OLAUSSON, 2015). The company quarterly supervise the employee's performance in terms of productivity to pre-determined objectives. 
Assessment centre method: Boots UK apply this method in supervising and appraising employees to judge them in social situations (Malone, 2014). It gives the company to know about the personality of individuals like openness, tolerance and acceptance. However, this method performs poorly in evaluating individual skills development. 
Critical incident technique: The company use this technique to make statements on making positive and negative facts on how individual performing jobs on day to day works. Boots UK also uses in jobs interview (BBC News, 2019). But this method sometimes gives importance negatives fact of performing a job ignoring positive facts while evaluating.
Trait focussed method: Boots UK in order to maintain and supervise work ethics and cultures in the company use trait focussed technique (Buccheri, 2017). This techniques aid the company to evaluate attribute like helpfulness, dependability and punctuality while it ignores the evaluations of an individual's skills.
Rating scale: Boots UK adopts to evaluate the success of employees in meeting objectives which are set by the company (Malone, 2014). The company use the rating scale method quarterly to measure performance. This method is effective and systematic which judge individuals on the basis of teamwork, attributes and communication skills. 
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2.2 Evaluating methods of ensuring fair and objective assessment/appraisal of Boots UK.
Boots UK uses management by the objective method by which the company each of individual work toward pre-determined objective within a specific time period (Cooper, 2017). The company ensure a fair assessment through this technique.
[image: Image result for management by objective]
Figure 3 Management By Objective(MBO) (Buccheri, 2017)
Review organisational objective: At first, Boots UK reviews the organisational objectives to set additional objectives accordingly and the company set the objectives in the half-yearly time period. However, long period objectives cause disruption in measuring the fulfilment of targets.
Set employee objective: According to the organisational objectives, Boots UK set the objectives for employees for the fulfilment of the company’s vision (Cooper, 2017). The company set the objective as the standard to measure the individual's achievement.
Monitor: The company give continuous guideline to each employee equally so that individual get the best chances of achieving the objective (Buccheri, 2017). Each individual in the company gets regular motivation and encouragement to reach the target.
Evaluate: At this, the company try to become as fair as possible to measure the individual’s real performance (Richards, 2017). The company ignoring favouritism so that individuals get to know real assessment toward objectives.
Reward: Boots UK seek the achievement of objectives from each individual which is its general expectation (Buccheri, 2017). The company generally reward those individuals who performed exceptionally beyond objectives rather than just achieving the objective. 

[bookmark: _Toc17842354]2.3 Evaluating methods to monitor evaluate and record individual feedback of Boots UK.
Boots UK uses techniques which measure the performance of the individual in the company and give feedback to the individuals according to the individual's current record and past record of performance (Malone, 2014).

Figure 4 Mckinsey Feedback Model (Buccheri, 2017)
Specific: Boots UK in monitoring the individual feedback follows the direct technique. The techniques refer to tell individuals specifically result they did and what the company wanted (Cooper, 2017). But the company does not appreciate the individual effort toward the target. 
Fact-based: Boot UK follows the fact-based feedback method rather than opinion-based while the monitor and evaluating performance (Buccheri, 2017). The company feedback the individuals on the basis of observing the task which it experienced yearly.
Less personal: The company try to feedback of work based on the monitoring of task performance which avoids evaluating the individual’s personal attributes (Cooper, 2017). Therefore, Boots UK focuses on developing the task-related skills of individuals.
Irrefutable: Boots UK monitors the performance of individual and gives feedback of work which the company try to make appropriate all the time (Elling, 2015). As a result, the feedback of individual’s works is the actual assessment for employees.
Actionable: The company follows the actionable method of monitoring feedback in which the individual can reform their performance according to the corrective action (Buccheri, 2017). Therefore, this technique aids individuals to make an immediate solution to unexpected performance.

[bookmark: _Toc17842355]2.4 Evaluating reporting performance appraisal of Boots UK including the importance of confidentiality.

Reporting performance appraisal is a positive thing for Boots UK which the company to get empowered to work and do a better job (BBC News, 2019). The company try to maintain confidentially by giving personal feedback for work.
Positive tone: While reporting the performance appraisal, Boots UK maintain tone professional and positive whenever possible. The company highlight negative facts of individual performance through personal conservation so that employees do not get ashamed in front of everyone  (Rimmer, 2014). However, the company share positive performance report to everyone to motivate the employees.
Recap Goals and Previous Reviews: In the performance appraisal reports, Boots UK always provides a review of goals and objectives for individuals so that individuals can know about their performance standard and what they achieved (Cooper, 2017). By this, individual know about the situation of theirs and by what level they need to improve.
Appraisal form: In order to report the performance appraisal, Boots UK follows standard form for appraising which formalizes the appraisal process (BBC News, 2019). Therefore, this appraisal form takes out personal bias and provide a template rate with the performance on the basis of individuals performance over time.
Personal review: The performance appraisal report handed personally to individuals concerning confidentiality and also have personal conservation with employees  (Rimmer, 2014). In Boots UK, the manager tries to give each individual a personal review of their performance in work and ethical behaviour. 

[bookmark: _Toc17842356]2.5 Evaluating learning styles and the range of training/development opportunities available.

Boots UK provide the employees with required training facilities as per as the employees learning styles so that each individual of the company get to know to learn through available resources in the organisation (Huber, 2018).

Figure 5 Learning Styles (Huber, 2018)
Aural: Boots UK as a pharmaceutical company has many types of learning styles in the organisation including aural learners. This type of learning performs better when they physically listen to the content they are being teaching (Kippenberger, 2013). However, aural learners have lackings when they get guidance visually. Boots UK provides online training platform to these individuals so that they benefit from voice-over video and audio recording guidelines.
Visual: Boots UK has employees who are learning in visual styles especially in marketing departments. This type of learning individuals works well with graphic, video and presentation types of guidelines (Rimmer, 2014). Therefore, the company provide the individual chances to improve in visual learning by providing a presentation programme to individuals. However, individuals who have also forced to join the training.
Reading: In the pharmaceutical industry, the individuals who have the skill to learn through reading are given priority. Boots UK as a pharmaceutical company needs individuals who can read medicine from the information displayed (Kippenberger, 2013). Therefore, the company provide these learning style employees with the textbook handout of medicine and document to learn through reading.

[bookmark: _Toc17842357]2.6 Evaluating mechanisms to provide appropriate feedback to individuals.

Boots UK uses a feedback mechanism as a means of tracking the performance of individuals in the organisation (Malone, 2014). The aim of feedback mechanism is to focus forward to connect the current action to the future performance of individuals.

Figure 6 Feedback Mechanisms (Buccheri, 2017)

Positive feedback mechanism: Boots UK apply positive feedback system as a formal process of the company. In this system, the company collect individual feedback and performance on overall work satisfaction. Then, the company respond in positive feedback to individuals so that the employees become happy and empowered (Cooper, 2017). However, by this process, individuals have the chances of giving biased reviews. For example, in Boots UK individual commending a colleague for providing the solution to product development problem in public so that individual can come with more ideas.
Negative feedback mechanism: The company use the negative feedback mechanism to listen and gather complaints and feedback from customers and managers so that the company can judge individual’s performance (Buccheri, 2017). therefore, Boots UK uses this feedback to improve the performance of the individual in the company through corrective actions in the job. For example, the company feedback the sales team individual in a negative manner by providing an appreciation for positive facts at first and then, provide shortcomings to improve the performance. 

[bookmark: _Toc17842358]2.7 SWOT analysis of individual development vehicles of Boots UK.

SWOT analysis of development vehicles of Boots UK evaluates the individual performance assessment method’s strengths, weakness, opportunities and threat (Malone, 2014).
[image: Image result for swot analysis]
Figure 7 SWOT analysis (Buccheri, 2017)

Strengths: Boots UK follows traits focused method and rating scale method for supervision and appraisal of individual (BBC News, 2019). This method helps the company find lackings of the individual in both skills and personal behaviour which other pharmaceutical companies fail to find.
Weakness: The company do not follow the 360-degree feedback method while evaluating the employee’s supervision and appraisal (Malone, 2014). Therefore, the company sometimes fail to develop individuals in personal behaviours.
Opportunities: Boots UK follow a fair and proper assessment while evaluating employees performance and employees are satisfied with the evaluation (Buccheri, 2017). This gives the company an opportunity to develop a skilled and developed individuals in the organisation.
Threats: The feedback report of individuals performance in the organisation often contain more personal evaluation rather than having more fact on skills development (BBC News, 2019). This might motivate efficient individuals to leave the organisation.

[bookmark: _Toc17842359]2.8 Skill audit of individuals in the Boots UK.

Skill audit is a process which measures and record the skills of individuals (OLAUSSON, 2015). The main aim is to conduct a skill audit in the organisation to identify the skills that are needed by individuals.
Developing skills requirements: Boots UK in order to determine skills requirements first set current and future skills requirements for a job (OLAUSSON, 2015). Then the company find and evaluate what set of skills the individuals lack.
Actual audit skills: In this stage, the company outline the individual personal skills and working skills (Huber, 2018). The audit process evaluates what set personal skills and job skills the individuals need to develop in order to perform a specific job.
Determine development needs and plan for training: After finding audit of individuals, the company analysis if the individuals need training or not (Huber, 2018). The company mostly go for training for developing individuals’ skills in the organisation.

[bookmark: _Toc17842360]3. Developing a plan to meet the identified development needs and expectations of an individual of Boots UK.

[bookmark: _Toc17842361]3.1 Examining the expectations and requirements of people from Boots UK.

Individuals expectations and requirements from Boots UK refer to the basic facilities of performing in the company and it is also the basis of employees satisfaction and dissatisfaction (Richards, 2017).
Work-life balance: In Boots UK, individuals have to perform long hours duty in the company and therefore, it causes unbalance in the personal life of individuals (Keady, 2015). As a result, Boots UK requires to increase the number of holidays to ease the work-life balance of individuals.
Opportunity: Individuals seek chances to perform furtherly in the top position of the company. But Boot UK often hire external candidates to fulfil upper position which dissatisfies individual (OLAUSSON, 2015). Therefore, Boots UK needs to give the opportunity to exist individual to show their skills.
Culture: Boots UK develops a strict formal culture in the organisation where sometimes individuals feel afraid to ask solution or guideline (Richards, 2017). Therefore, employees seek that working culture in the company needs to be more flexible.

[bookmark: _Toc17842362]3.2 Administering people in accordance with guidelines and career pathways.

Boots UK as a pharmaceutical company needs those employees who are experienced and visualize career progression within the organisation (Kippenberger, 2013). It will help the company from wasting time in hiring inexperienced individuals.
The company can administrate individual with detail guidelines which help individuals to set their career in future (Rimmer, 2014). For example, the company should full access to an individual in job role data so that individual become efficient in the current task. Therefore, the individual can move forward with a new job after achieving efficiency. 
In Boots UK, individuals are administrating in a way that provides access to monitoring, coaching and learning resources and therefore, employees get the opportunity to perform in different learning style (Kippenberger, 2013). For example, each individual in the company has the opportunity to test out newly acquired skills in a team environment which help them to create a strong career profile.

[bookmark: _Toc17842363]3.3 Managing career development of people.

Boots UK can manage and create a career development plan of individuals which support the employees in their career paths (Rothwell, 2015). Therefore, employee retention can be increased and make the employee more engaged in the company. 

Figure 8 Career Development Plan (Rothwell, 2015)
Evaluation: Boots UK can manage career development plan of individuals by assessing the employee's credentials and evaluate the individual’s experience and skills in the current job (the Guardian, 2019). Therefore, it can give an idea of individual ability and dedication.
Gaps: In these steps, the company assess the current level of competency from future requirements (Keady, 2015). As a result, the company can know what gaps of skill need to be fulfilled in developing a career for future job requirements.
Aspirations: Boots UK may ask each individual where they want to see themselves in future in the organisation (Wircenski, 2013). This will give the company thought of each individual’s aspiration in the company.
Career plan: Boots UK can create a roadmap of the career plan of each individual according to the aspirations (Rothwell, 2015). This plan includes the area of development and action steps to individuals to reach their career desiring place.

[bookmark: _Toc17842364]3.4 Managing performance and succession planning.

Boots UK manages the performance of individuals in a manner that ensure identifying and developing new leaders when exit or retire (Rothwell, 2015).

Figure 9 Succession planning (Rothwell, 2015)
Identify critical positions: The first step of managing performance is to identify those roles which are essential for business success (Huber, 2018). Therefore, Boots UK may need to identify crucial position so that they not remain unfilled.
Onboard leadership: Boots UK needs to identify leaders who are aware of the company’s short and long-term performance goals so that they can get on board where the previous leader left (Kippenberger, 2013).
Internal or external successors: Boots UK prefers internal employees as a successor of the company which aid the company reducing cost and time (Elling, 2015). However, internal successors remain aware of the company policy, goals ad culture.
Share the plan: Selecting existing individuals as the successor of the company benefits through sharing plan and they easily understood as they remain part of the organisation (Wircenski, 2013). However, successors may come with new plans for growth since they experience time in the company.

[bookmark: _Toc17842365]3.5 Developing a plan for individual development supporting structures within Boots UK.

Support structure in the organisation may help the Boots UK to restrict company growth and adapt with change consumer’s need which also aids in developing individual within the company (Elling, 2015).

Figure 10 Organisational structure (Elling, 2015)
As one of the biggest retail company in the UK, Boots UK develop its divisional manner in which the company chart according to the product line. This structured focus on how they develop the company different product line (Rimmer, 2014). Therefore, the divisional structure ignores improving the organisation by developing individuals in skills and career development management in the company. However, Boots UK can make the organisational structure in support manner by adapting matrix structure in the different division of the company. This structure supports individual development by dividing employees into teams according to the ability of the individuals (BBC News, 2019). For example, Matrix structure may support the company as it improves the skills of employees through cross-training in different departments.
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3.6 Developing Career development strategies including the wider context of sustainability.

Career development strategy refers to the behaviour and activity design to help the individual to touch their career goals (Rothwell, 2015). The strategy describes the investment of employees to choose an attempt to reach their desired career goals. Individuals make their career strategy on the basis of expectation which may lead to professional success.
Attaining competence in the existing job: Individual needs achieve competency in the current job to improve the pathways of a career as an organisation make promotions on the basis of the present performance of employees (the Guardian, 2019). Boots UK evaluates individual performance in the organisation to select high performing employees for future leadership. For example, achieving skills in one task is essential in performing another job in a higher position of the company.
Putting extended hours: This strategy helps individuals in enhancing performance by rapid learning of the current job (Bloomberg.com, 2019). This is also to share the message to Boots UK which employees want to prove themselves in the company. Extended work hour strategy enables employees to grab the path of career quickly. For example, working beyond normal hours show the individual commitment to the organisation that leads the individual to rapid promotion in the roadmap of career (Rothwell, 2015).
Developing new skills: Skills development strategy refers to the acquisition of abilities that required for the existing as well as the additional job (OLAUSSON, 2015).  Boots UK arranges to cross-train for individuals so that employees get to learn about more than one job and have quick promotion in the company. For example, in leading the organisation individuals should have the idea of operating different function that can achieve through developing new skills.
Open feedback loop: Individual need to have regular feedback on their performance so that they know about the situation (Huber, 2018). Open feedback loop strategy force individual to listen to the honest feedback of their work. Boots UK follows the evaluation of past feedback of individuals in distributing work to employees (Cooper, 2017). For example, individuals can go a long way in career if they adjust themselves according to the feedback.
Developing new opportunities: Organisation needs to enforce creating new opportunity strategy for individuals in the organisation so that they can have new experiences and move in the career (Rimmer, 2014). For example, employees in the sales department might give an opportunity in product development department in order to develop new experience and opportunities (Elling, 2015). Boots UK sometimes moves marketing employees in sales to give chances in career development.
Attaining a mentor: In order to improve in career, the individuals need to have a guardian who will guide in coaching and monitoring the performance of individuals (Kippenberger, 2013). This career development strategy refers that employees can get friendship, feedback and role model if they follow this strategy. Boots UK in their organisation can develop a culture in which senior and junior work in a cooperative manner and therefore, individuals can mentor among seniors for career development advice (Richards, 2017).   

[bookmark: _Toc17842367]3.7 Personal development of the individual in the Boots UK.

Personal development plan indicates how individuals are performing, where they heading and how to get their desired position (Elling, 2015).

Figure 11 Personal development plan (Rothwell, 2015)
Clear vision: Individuals in personally developing themselves in the organisation need to have a vision of their development (Elling, 2015). Individuals in Boots UK may have a vision of developing skills of every task in the organisation and reach the top position of the company.
Outline strength and weakness: In order to personal development, each individual require to know to strength and weakness of his performance (Rothwell, 2015). In Boots UK individuals get to know the strengths and weakness of performance through performance supervision and evaluation.
Build a personal development plan: After outline weakness of performance, individual requirements to develop a plan which lead them have required skills (Elling, 2015). Boots UK provides training and supervision to employees so that individuals can develop themselves according to the personal development plan.
Review and adapt: At the end of personal development, individuals evaluate skills development process and find where they have reached (Richards, 2017). Boots UK provides regular evaluation individuals performance so that individuals can adapt their performance skills.

[bookmark: _Toc17842368]Conclusion
The purpose of the report is to identify the individual performance management and career development in the Boots UK and what are individuals’ expectations from the company in order to develop individuals. It also aims at evaluating the individual development mechanism in Boots UK and creating a plan to meet identified individual’s needs. Due to the developing of individuals in the company, Boots UK able to increase productivity and self-awareness, reduce error and turnover. However, the supervisions and appraisal methods of Boots UK mostly based on personal development and the company share publicly the positive feedback of individuals performance and negative facts in secretly. Boots UK should use 360-degree feedback method while supervising and appraising the individuals and should apply matrix structure in the company so that individuals get the chances of developing skills. In succession planning, the company should consider the existing employees in leading so that individuals get opportunities for career development. 
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