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[bookmark: _Toc213257710]Introduction 
Learning and Development (L&D) in Human Resource Management (HRM) is the strategic process of increasing employees’ knowledge, skills, and abilities to enhance performance at the individual and organisational level. This encompasses formal training, professional development and lifelong learning programs that will be provided for employees to respond to evolving business requirements and emerging technologies.
In a fast-paced world, L&D is vital to ensuring the ability of the organisation to compete, thrive and stay effective in uncertain times from digital transformation and globalised markets to evolving workforce expectations. Successful learning and development practices also help foster a sense of diversity and inclusion. L&D programmes can be tailored to anyone, whatever their race, gender or religious background; every employee can participate in upskilling opportunities that encourage contributions from diverse perspectives for the good of the organisation.
Kolb’s Experiential Learning Model (1984) is one such framework that emphasises learning as a cyclical process with four stages: Concrete Experience, Reflective Observation, Abstract Conceptualisation and Active Experimentation.  Model This model particularly highlights the active involvement of reflection, underscoring its appropriateness particularly in corporate training settings that value innovation and flexibility.
The multinational organisation chosen for this study is the Samsung Electronics, a global technology company based in South Korea. Samsung is known for its emphasis on staff learning and innovation. By means of endeavours including Samsung Leadership Development Centre, Global Samsung Campus that is the digitalized training solution and other online learning programs, the company promotes expertise in technical areas, leadership competencies as well as multi-cultural cooperation among its employees. Samsung’s focus on lifelong learning keeps them a step ahead in the fast-paced technology field, and helps build a diverse, future-ready workforce.

[bookmark: _Toc213257711]Impact of Internal and External Forces on L&D Design and Implementation
The design and implementation of Learning and Development (L&D) initiatives at Samsung Electronics are influenced by a combination of internal and external forces that shape strategic HR decisions and determine how the organisation prepares its workforce for future challenges.
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[bookmark: _Toc213257713]Organisational Culture
Samsung is a company from a country, South Korea that has created an industrial model for the 21st century based on innovation, quality and process management (Kaizen) of global standards. This culture prompts the organisation to develop L&D programmes that stimulate innovation, teamwork and continuous learning. The focus on being innovative means that we cover not only technical training but also facilitate the building of problem solving and leading skills. Leadership Commitment Senior leaders taking a proactive role in driving the learning culture will help to maintain L&D as a strategic commitment. The leadership at Samsung support funding global academies in leadership and mentoring programmes that are directly related to the company’s longer term innovation aspirations. Employee Skill Gaps With technology advancing at such a rapid pace, so too do skill shortages - be it in artificial intelligence (AI), data analytics or digital transformation. Samsung invests in the precise design and delivery of needs assessments, data-driven learning tools to pinpoint these gaps and bridge them so employees stay skilled with emerging technologies. Technological Advancements Samsung uses e-learning systems and digital platforms to provide convenient, tailor-made learning opportunities. It has internal learning management systems (LMS) and mobile learning apps that enables employees to keep on upskilling, even globally.
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[bookmark: _Toc213257715]Globalisation
With its presence in more than 80 countries, Samsung’s L&D policy also needs to consider cultural diversity and regional learning requirements. Cross-cultural training and global leadership programs focus on communication, cultural awareness and working in teams across the globe. Technological Disruptions The fast rate of change in the tech industry means Samsung must constantly refresh its L&D programmes. Curriculum content and training delivery methods are also influenced by cutting-edge technologies such as AI, automation, and Iot. Regulatory Changes It's important that compliance training is used to cover global standards and local labour laws. Samsung develops Modules based pervasive training to meet industry challenges themed around data security, privacy and sustainability. Labour Market Trends Growing demand for digital skills and flexible working Samsung will introduce hybrid learning models and reskilling programmes to attract top global talent on board, the report says.

[bookmark: _Toc213257716]Impact of PESTEL Analysis on HR and L&D Strategy

[image: ]A PESTEL analysis (Political, Economic, Social, Technological, Environmental, and Legal factors) is a strategic tool that enables organisations to assess the external environment and understand how macro-environmental changes influence business and human resource practices (Johnson et al., 2017). For Samsung Electronics, a global technology leader, PESTEL factors play a vital role in shaping the organisation’s Human Resource Management (HRM) and Learning and Development (L&D) strategies to remain agile, competitive, and compliant in a rapidly changing environment.

Samsung’s HR and L&D strategies are heavily affected by political factors. The policies of the Go regarding education, labour laws and digital transformation programmes affect how the company proceeds with their employee development. Government initiatives in South Korea and other countries incentivizing digital skill and innovation have also prompted Samsung to invest in technology-based learning partnerships with universities (Lee, 2020). Moreover, stability in countries in which it operates underpins continued investment for the long term in training infrastructure worldwide and leadership development.
Economic considerations also play an important part in deciding L&D priorities. Worldwide economic shifts have an impact on corporate budgets, which may impact the extent and design of training programmes. Samsung relies on cost-effective e-learning tools and, internal KMSs designed to encourage employees’ development during periods of retraction in the economy. Conversely, when the economy is in an expansion, the company both invests more in leadership academies and advanced technical training to enhance innovation capacity.
Social constructs including diversity, generation gaps and evolving employee expectations have significant impact on Samsung’s HRM strategy. The company acknowledges the increasing need for differentiated learning and personalized career development options (Harrison, 2021). Consequently, Samsung’s L&D strategy values equal opportunity, cross-cultural training, and policies to support work-life balance to facilitate the recruitment and retention of premium global talent.
Technology Factors-As a player in the global electronic and IT industry, technological factors are more critical for Samsung. The rapid pace of technological development such as AI, 5G, and automation underline the need for ongoing upskilling and reskilling of employees (Ulrich & Dulebohn, 2015). Samsung uses both virtual reality (VR) simulations and AI, computer-based training for an experiential on-demand learning experience that emulates its innovation driven culture.


Environmental considerations have come to the centre of Samsung’s HR and L&D agenda too. The increasing focus on sustainability and corporate social responsibility has resulted in the inclusion of environmental education training in each department (Kim & Lee, 2021). Employees will receive education to practice environment-friendly activities and make efforts to achieve Samsung’s global sustainability goals like carbon reduction and eco-friendly production.
Legal adopted law is shaping the type and substance of Samsung’s trainings. Regulatory compliance with international labour laws, health and safety standards, data protection (such as the EU’s GDPR), requires PSCs to be dynamic learners on continual basis ensuring that operations are ethical and legal ones (Armstrong and Taylor 2020). Samsung’s HR function integrates mandatory compliance and ethics training for meeting legal requirements worldwide, as well as for ensuring the integrity of our company.
Samsung’s HR department incorporates mandatory compliance modules and ethics training to maintain global legal standards and uphold corporate integrity.


[bookmark: _Toc213257717]Learning and Development Supporting Adaptation to Environmental Factors

Learning and Development (L&D) functions have a vital role to play in helping organisations grow by connecting potential capability with business results. "Learning continues to be the cornerstone to maintaining our competitive edge and adaptability in this era of technological and market disruption at Samsung Electronics. Armstrong and Taylor (2020) believe that good L&D strategies mean the company has employees who have the necessary knowledge and skills to adapt and respond to external environment cases, which in turn support the organisation's resilience and innovation.
Digitalization has profoundly altered the internal working environment of Samsung, with employees being required to be expert in emergent technologies like AI, automation, and 5G (Ulrich and Dulebohn, 2015). In response to these requirements, Samsung has introduced programmes of continual learning and e-learning channels with an emphasis on lifelong skilling and knowledge exchange. Such efforts help employees keep pace with the technological environment and they are aligned with company’s strategies to innovate, and maintain product quality (Lee, 2020).
The transition to remote and hybrid work after major global events, like the pandemic, has also highlighted the value of flexible learning models. Samsung’s integration with virtual learning environments and online collaboration tools make these opportunities accessible anywhere (Harrison, 2021).

[bookmark: _Toc213257718]L&D as a Tool for Maintaining Competitive Advantage
Learning and Development (L&D) has emerged as a strategic weapon for maintaining organisational competitiveness through increasing employee engagement, retention and productivity. With volatile technology and market development, corporations like Samsung Electronics see that a qualified workforce only the best source of long term competitive advantages (Armstrong & Taylor, 2020). Samsung Keep personal and organisational goals aligned by developing a culture of innovation and learning Samsung supports individual development aligned with industry efforts which drive business advantages.
There is no doubt that good L&D strategies play a massive role in retaining and engaging employees by showing an organisational commitment to personal and professional growth. As noted by Harrison (2021), levels of commitment tend to be higher when employees feel they have opportunities to progress and to develop their skills. Samsung’s “Global Samsung Campus” and “Leadership Development Programs.
What’s more, L&D improves productivity and performance by providing staff with technical and behavioural skills required to respond to changing market needs. Samsung’s lifelong education programs on digital transformation, project management and leadership in innovation enables its employees to be resilient amid technological evolution and sustain their operational capabilities (Lee, 2020).

[bookmark: _Toc213257719]Supporting Employees from Diverse Backgrounds
Inclusive Learning and Development (L&D) agendas are necessary to drive equity, engagement and innovation in global businesses like Samsung Electronics. Being a global player in different cultural and language contexts the company acknowledges the importance of having an inclusive L&D program to make sure every employee irrespective of their backgrounds have opportunities for their enhancement and development (Armstrong & Taylor, 2020).
Samsung’s worldwide learning framework also includes cultural sensitivity training, support for various languages and inclusive communication workshops. These programs assist employees in appreciating cross-cultural dynamics, minimizing unconscious bias and fostering cooperation among international teams (Harrison, 2021). Samsung also incorporates various learning styles, as described in Kolb’s Experiential Learning Theory, to accommodate for the different modes of preference such as visual, auditory and experiential learning among participants with a view of maximizing participation and enhancing knowledge retention (Kolb, 1984).
Mentorship and sponsorship programs also help to maintain diversity and inclusion by exposing diverse groups to professional networks and leadership advice. For example, Samsung’s “Women in Leadership” program that pairs female employees with senior mentors to enhance gender equality and leadership representation (Lee, 2020).

[bookmark: _Toc213257720]Application of a Relevant L&D Model
One such more widely accepted framework in the realm of Learning and Development (L&D) is Kolb’s Experiential Learning Model (1984), which describes learning as a repeated process that moves through four stages: Concrete Experience, Reflective Observation, Abstract Conceptualisation and Active Experimentation. The model underlines learning through doing and reflection, encouraging the use of knowledge in practice (Kolb, 1984). At Samsung Electronics, Kolb’s model is used in the leadership and technical training programs to make learning much more effective. For example, in management development courses staff participate in real-life problem solving simulations (Concrete Experience), review the results of their work (Reflective Observation), extract strategic lessons (Abstract Conceptualisation), which they put into practice on workplace projects (Active Experimentation). This methodology helps employees internalize knowledge and apply learning to the real world (Harrison, 2021). The primary benefit of Kolb’s Model is its flexibility and student-oriented nature, fostering a range of learning styles and lifelong learning for Samsung’s multinational workforce (Armstrong 2009). However, this approach is suspect due to cultural and individual differences some students may prefer linear instruction to experiential learning; practice also depends upon time constraints (Honey and Mumford, 1992). Nevertheless, the model is a good framework to spur engagement and innovation in the Samsung L&D strategy.”
[bookmark: _Toc213257721]Future Recommendations and Conclusion

In the future opportunities, Samsung Electronics could further develop its Learning and Development (L&D) plan to respond to both organisational and technology challenges. With increased digital transformation, AI and data analytics can be used by the company to develop personalized learning paths for each unique employee needs to effectively engage and retain them (Ulrich and Dulebohn, 2015). Increasing connect and shop learning on mobile platforms, expanding virtual reality (VR) learning options and multilingual content for eLearning, will also benefit Samsung’s diverse global workforce in terms of inclusivity and accessibility (Harrison, 2021). To maintain its edge, the organization should continue to enhance its leadership development pipelines with experiential and cross-cultural training to develop a bench of capable future leaders who are well-prepared to lead an increasingly complex global enter- prise.
[bookmark: _Toc213257722]Conclusion 
Creating a learning culture of continuous innovation and building on the technology will continue to be key. The HR team at Samsung can promote the idea of learning ownership among its employees to drive self-learning and knowledge sharing networks. Additionally, raised investment in the training of sustainability and digital literacy will qualify the workforce for new world trends. In summary, with the technology-led, inclusive and future-focused learning and development initiatives, Samsung is cementing its status as a digital and learning-first organization making it adaptable for long-term futureproofing and edge over competitors globally.
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