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Introduction
The development of workplace and relationship achievement is an integral part of management. According to the viewpoint of management, it has been found that the development strategies applied by the managers are very necessary for the business to generate higher productivity and profitability in a business organization. There are various development methods available for the business organizations that are controllable and profitable for them and provide perfect coaching to the individuals for their development. These coachings are provided by the leaders and managers in the organization. Higher satisfaction to the employees may include motivation of employees, reaching organizational goals, performance management and employee engagement (van Dam, 2015). 
The accessed organization is HSBC which is performing all the development strategies very sophisticatedly and coherently. HSBC is one of the leading organizations in Britain which is providing monetary and banking services to their customer very intrinsically. HSBC is the 7th largest organization in the UK with a total asset of US $2.558 trillion. They are currently providing services such as online banking, credit card services, CASA facilities, loan & mortgage services, NRI services, etc. These services are done through managing organizational development and meeting identified needs of individuals in the workplace. This report overall creates the strategies for managing performance and personal & career development of individuals for potential benefits of themselves and the company too. Further, the individual has some individual expectations with their personal development and appropriate theories are imposed which helps in meet with individual needs.
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Critically assess the potential benefits to the organization of developing individuals in the workplace
HSBC is a financial market leader in UK economy recognized as a corporation provides services like retail banking, investment banking, private banking, finance & insurance, etc. The ongoing developing of individual employees will allow the company to improves its productivity and increase overall profitability. While considering the case study of changing to develop the relationship which contributes towards the ultimate objectives. HSBC has changed the management while developing strategies to improves the individual’s skills and career within the workplace.   
In the context of HSBC, the human resource practices and policies allow the company to develop its employees to ensure they work more efficiently. The training & development is the only way to develop the existing employees ascertain their strengths & weakness and with motive to improve their efficiency (Beevers, et. al.,2016). The benefits for the HSBC of developing the individual employees in the workplace are: 
1. Fight off stagnation: The employees in the organization want to follow a trend in which they are familiar with whether it is bad or good. Training will shudder the existing skills of employees but it helps them to find out new interest areas according to their capabilities. The fight off stagnation will allow employees to bring new creative ideas to meet up with the needs of HSBC for continuous learning and innovation. Continue base learning and development will ultimately improves overall company performance. Further for the individual will fight off stagnation by following the five stages i.e. 
· Realize that individual is not alone= At some point of time in life, an individual thinks that they are alone and it is difficult to walk alone at the path of success in life; by realizing that individual is not alone as to make it easier to achieve the goals and can face any challenges.
· Find what inspired individual: The HSBC focused on components which inspired them by setting up objectives and provides them actions on how to attain that followed objectives. This stage spotlight that individual wants and what will do if there are hurdles.
· Give separate space or break: For any individual, it is very necessary to give them separate time and space to make them comfortable in life and future goal achievement.
· Shake up routine: Following the same path, route, environment and things are meeting the same persons can make individual stagnant. It is important to change the routine to accomplish its goals efficiently. 
· Taking small steps: To get closure to life goals and company objectives individual always remembers to take small steps as to avoid the errors and mistake and get fast forward. 
2. Discover new talents & weakness:  The HSBC ensure to determine each employees strength and weakness which is valuable for the company to achieve their objectives. While training is being conducted in a company the new talents and qualities are identified of individuals along with their weakness we can be an obstacle in their career development. Providing the necessary actions to reduce the impact of weakness and supervise individual performance constantly. The individual new skills, capabilities will bring the innovations in the product & services of HSBC will contribute to increasing the profitability of the company. The weakness can be a flaw in attaining the company overall objectives that can be reduced or eliminate by proper training and guidance. 
3. Maintain engagement: The employee's engagement is necessary for HSBC to perform well and achieve the company goals faster. The professional development of individuals will help boost up the employee’s engagement as from developing the skills will advancing their capabilities and efficiency of the employees (Hyland, et. al.,2015). The HSBC upholds individual engagement by ensuring them for job security as losing the position or profile in the organization is the biggest fear of employees. The clear vision and goals will motivate individuals to take up tasks with a transparent path to be followed.
4. Gain a competitive edge: HSBC needs to maintain competitiveness which can happen when an employee knew about offers the best quality product & services to customers. Developing the training program within the organization will ensure that all employees come on all levels in context to have the industry market knowledge, its trends to give a competitive edge to HSBC. The ultimate individual development will allow them to efficiently work and increase the productivity of the company to earn the competitiveness. 
5. Increase productivity and satisfaction: If the individual gets encouraged and inspired to do work then it ultimately results in increased productivity. The training & development of employees will improve their skills and capabilities to support each other while seeking teamwork and satisfaction. The development of the individual will be beneficial for both the company and themselves as a whole. If the overall productivity get improves then the company gets satisfied with the employee's performance.
6. Enhances company reputation and shape: If the HSBC having a strong training strategy then it helps in developing a good brand image and reputation which attracts new talents to have the opportunity to work with HSBC.  The development of individual employees is relevant to all work or responsibilities which contribute to achieving the organizational goals. The HSBC has the good brand image in customers and society mind and to maintain this reputation the company will be focused on sustainability which is in hand of individual employees and their performance. 
7. Lifelong learning: The development and training program will assess the long term learning in individual life through which various fields and subjects become part of employees for carrying out business operations. Lifelong learning encourages the individual spirit to attain organizational goals. The individual development is utilizing by employees at any stage of life whether they face any challenges and do not have clear directions on how to achieve the objectives. This lifelong learning is useful for individuals and company too as it adds up value in proceedings of both (Dwarswaard, et.al., 2016).
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Manage an individual’s expectations in respect of personal development
An individual personal development expectation can be measured on the following elements:
1. Wants development: Every individual in HSBC has the desire to get the opportunity to learn the new skills and capabilities to perform more efficiently. Many employees want to move forward in their careers to explore more opportunities with the right skills set. If employees want potentially move to a new market and ready to accept the challenges with the new way of thinking and personal qualities then it contributes to their development ultimately.
2. Is enthusiastic: The inclination to be energized and excited to follow the path of success and achieve their own goals. The individuals always expected to push themselves on the right career path to get success with high motivation. The main issue in the individual career path is not having transparency of ideas on how to achieve the objectives with high skills and capabilities. Enthusiasm in individual life is important as it encourages one to face any challenges and expand their path of success (DiPaola, et.al., 2018).
3. Wants self-improvement: The self-improvement is the tendency to try and develop oneself better. The employee's engagement development process is an examination that how individual ethos them-self with new challenges. The desire of self-improvement will allow individuals to work on their choices and personal goals. For HSBC is essential that their employees will follow the path of self-improvement as utilizing the available resources efficiently in a better way. 
4. Wants advancement: The desire to explore the opportunities and expand one's career wills always the priority of career-oriented employees who need to advance their current position in HSBC. The reality what the company offers to its employees during training and development and what individual expecting to advance their skills and retain their interest in the company only. The individual advancement allows employees of HSBC to used the recent market trends and technology to improves the performance of the company overall. 
5. Wants challenge: The individual always desires to take up new challenges, tasks, and difficult to measure its capabilities and focus on its weakness which needs to be improved to facing any desirable difficult goals. The HSBC give the task to develop the new product & services to that individual need to put their full efforts and create an innovative product which shows that individual can take charge for facing any challenge. HSBC faced various challenges in a global market; individual employees of the company should be capable to face any kind of challenges to increase their level of competitiveness. 
6. Responsibilities: The role & responsibility of the individual is different according to their skill and ability as mismatch of authority & responsibility will create the misinterpretation of work and attainment of organizational goals fails. The individual expects to have the right role and responsibility to contribute their full and undertakes their duties efficiently. The responsibility of individual employees of HSBC is necessary as it permit them to undertake their roles along with the team. 
7. Culture: The individual employees always want to work organization where culture is friendly so that they can easily adapt the strategies to carry out their roles & responsibility. The working culture plays an important role as it creates value in mind of the employees to work more efficiently to contribute towards social betterment and HSBC objectives.
8. Leadership: The individual desire and always want to become a leader and get higher position to satisfy their self-esteem goals. To be a leader in the market the individual can face all the challenges and ready to take up any task to complete them on time through their skills and knowledge. The leadership quality in individual employees of HSBC will make employees more responsible for their work and profile (Noe, et. al.,2018).
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Critically evaluate development vehicles available to an organization appropriate to the development needs of the individual
For the development of the individual, HSBC needs to identify & implement the appropriate Management theories such as: 
1. System theory: This theory state that based on the various elements the success & development of individual and organization depends i.e. on synergy, interdependence, and interrelation between various subsystems. This theory offers several approaches to plan and manages the individual and organization. System theory encourages the HSBC that business operation is a system and it administrates by some laws and regulation which affect the ecological balance of the company. An individual employee is the most important element of HSBC which plays an important role in the path of success of the organization. This theory in practice determines the different patterns and events to apply the best management approach. Such a theory helps individuals to manage their system of operating business activities and develop the skill of managing the actions & tasks to improve their efficiency.  For this theory, individuals meet with their inner needs and development for life time as this approach sub divided the important components which help in the path of success. 
2. Scientific management theory: The Frederick Taylor one of the oldies management theorists and the first one who studies the work performance scientifically. This theory focused on the fact that no one can force an individual to work best for good results and instead of this the Taylor suggests that simplifying the increase will increase productivity. This theory will motivate the individual and increase their morale to take up the challenges by abridging the activities. Further, the Taylor also laid down that money was the key elements of individual to work efficiently and while taking up new challenges it develops their skills of becoming leader & experience something new. The theory consists of two important elements i.e. simplify the work challenges and getting the fair wage (Storey, 2016). This approach is appropriate for individual development in its organizational life and career path as it helps in gaining the managerial skills and capabilities.
3. Theory of administrative management: The well-known scientific theorists Henri Fayol developed the principle of administrative for the development of individuals and their capabilities. The Fayol put himself in situation of mangers and then laid down principles such as: planning the goals that are to achieved within the specific time and available resources, organizing all the activities in best manner with proper centralization & decentralization to understand all business operation in better way, directing the employees to follow the particular path as to accomplish the ultimate goals or giving the direction to employees to work together more efficiently to attains the company goals, coordinating with each other ascertain that there will be no misunderstanding and misrepresentation of any business activities and lastly controlling the elements which adversely influence the business to achieve the objectives. This theory helps individual to supervise their roles and responsibilities and maintain their job profile to lead the company and team as a whole.  For individual employees, the administrative theory gives knowledge of various issues management to achieve the path of success. 
4. Theory X and Y: This theory is based on various assumptions i.e. Is every individual gets maximum satisfaction from the work they are doing or they do it just for earn the money and taking the work a burden on them. Such a supposition will impact the HSBC to run its business operations more effectively. The theorist the Douglas McGregor developed this theory based on two management style such as the authoritarian (Theory X) and participative (Theory Y). In HSBC when employees work with enthusiasm and obsession and mangers imposed the authoritarian style of management but if an individual starts learning & developing the new knowledge then-leader likely to impose the participative management style. The theory X holds distrust over employees that they can't work in the absence of inducement and theory Y hold a confident opinion with context to employees. Overall the theory X impose on an individual who dislikes their work and theory Y imposed on employees who are self-motivated, accountable and wants to become a leader. For individual development, Theory Y is important as it motivates them for contributing their creative ideas.
5. Sociological theory of self-development:  According to this theory every individual considered himself distinct from others to develop their skills through social interaction to get socialize in the working environment and get self-aware about the activities happening in surroundings. This theory develops individual, make them learn and understand the ideas to meet with social expectations and by this view, point individual see themselves that how they developing in the eye of society and how much contribute to society for construing self (Ng, et. al.,2016). The theory was suitable for individual who works for society or contributes their interest for the betterment of society. 
6. Kohlberg’s Theory of moral development: For any individual moral development is an important aspect in the eye of society.  The moral development describes how individual considered society and in what way sees society as “good” or “bad”. This theory focused on how individuals learn what is right or what is wrong for themselves and society too. The theory imposed by Lawrence Kohlberg who understands moral development in three levels i.e. pre-conventional, conventional and post-conventional. The pre-conventional stage of the individual is the very young age at which one can get & learn the senses and how to develop the capabilities to become distinct from other, Further the conventional stage is that where teenager learn their inner strength and capabilities and how to optimize them to achieve their life goals. The feelings are developed at this stage and one can understand that what is good or bad for them. The last stage is post-conventional where individuals learn that morality and legality are not the same as individuals understand that government is legal but not legally correct. The individual used this theory for developing the moral of company and society for the success of life time goals. 
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Generate a detailed plan to meet the identified development needs of an individual in the workplace and the management of performance.

	Steps to create develop a plan 
	Applicability
	Expectations

	Considering the business goals
	Until the goals achieved
	Development of responsibilities

	Conversation to the employees
	At the beginning of acquiring talents
	

	Identifying potential vs. readiness
	At the time of placement and moving into the role
	For their advancement

	Managing training & development
	While providing coaching and mentoring
	For their self-improvement

	Creating plan duration, before and after
	After sending them into operations
	To maintain the culture and policies of the organization



The above-developed plan is considering all the requirements that HSBC could drive to meet the individual needs and requirements. This plan can be considered as the most critical and progressive plan that provides strong results. The main purpose of deriving the plan is to develop the needs and expectations of the employees in the organization. Being an employee of HSBC, they receive a wide range of assistance and support to turn their career to improvise their career and goals (Itani, et. al., 2019). 
HSBC recognizes the talent and diversity of the employees in the organization that could make their performance towards success. Their commitments are to develop the expectations and professional skills of the individuals by bringing out their strengths. The managers help the individual to find their highest potential advantages and abilities that are very helpful in their roles and HSBC development process reviews that their employees need clear career development objectives and support of management that encourages them to derive their responsibilities for personal development. The generated plan is clearly describing how the management can meet the identified needs and development of their employees within the organization. There is a process through which HSBC can easily help to develop the expectations of their employees. The process is mentioned underneath:
· Considering business goals: Before setting up employees' development plans, it is very important to develop the objectives and goals of the organization. Thereafter the leaders can easily develop the expectations and needs they want in employees such as required skills, knowledge and competencies (Roberts, et. al., 2019).
· Talk to the employees: The assumptions cannot be considered while developing career aspirations because what skills the individuals have cannot be measured unless the managers talk to them. Conversation with each employee in each team helps the management to assess their work skills so they could at least the work through realizing theory potential. 
· Recognition of potential vs. readiness: For the managers, it is very important to understand the difference between readiness and potential because the employees cannot lay down on readiness to show their potential. Readiness may have a variety of forms and every employee does not require to move in management. Therefore, selecting the employees according to their suitable department is very important (Ahmed, and Ahmed, 2019).
· Considering all training & development types: The understanding and deep learning of the process of the organization is a part of acquiring new skills. However, it also positively affects operations. Therefore, all types of developments & pieces of training are way better than courses such as one-on-one mentoring, special projects, local networking groups, etc.  
· Creating the plan before, during and after: Once HSBC identified the goals and opportunities of their employees they should create the plan with time management and measurement process. It is very important that why the employees being asked to acquire new skills before starting any assignment. So they could at least purposefully apply new skills in their practices (Magnano, et al., 2016). 
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Conclusion
Based on this report, it has been concluding that the assessment of the potential benefits of HSBC can be done through understanding the relationship with their employees. The HR practices are generally most effective and efficient practices that help to derive the development but HR also don't get available all the time for the development of individuals' expectation once they transferred into operations. There are some challenges identified by HSBC in global retail banking wealth management, designing innovation training solutions, etc. However, the management of HSBC is required to develop certain plans to improvise their needs and expectations of their individuals through which they can easily accomplish the organizational goals and successfully meet the requirements of employees.
HSBC is deriving the strategies to meet the identified expectations of their employees to develop new competencies at the workplace and also adapting the challenges and responsibilities through which they can meet the aspects that are very helpful in meeting the personal quality enhancement. The advancement of their employees can be done by identifying the current positions of their employees and comparing the actual results with the desired results after developing the plan. Hence, the developed plan proves the most effective tool in measuring the individuals' expectations.
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