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The Role of Learning and Development within Human Resource Management planned process for improving employees’ knowledge, skills and competencies with the aim of increasing their performance alongside that of their firm. It includes all forms of formal transmission, informal learning and career development methods that are intended to develop their capacity and to keep the organisation flexible to remain competitive in rapidly changing business conditions (Noe et al., 2021).
The importance of L&D is that it enables companies to respond to environmental changes such as technological advancement, digital revolution, and global altered trends. Continuous investment in developing our workforce is the only way businesses can ensure that they have an innovative and resilient workforce (Garavan et al., 2019). It also helps organisations stay competitive, with levels of employee productivity and engagement boosted by L&D initiatives. Crucially, strong L&D also serves diversity and inclusion by making learning opportunities equally accessible.
To assess the efficiency of training and development programmes, many companies use Kirkpatrick’s Four-Level Evaluation Model (Kirkpatrick & Kirkpatrick, 2016). This model tests learning at four levels: Reaction to check if participants are satisfied with the training; Learning to test knowledge and skill acquisition; Behaviour to see how learning is applied on the job; and Results to assess impact on organisation performance. The model gives holistic view to track short-term as well as the long-term effects of L&D training practices / results leading to more alignment of programs with business outcomes.
The multinational food and beverage company based in Vevey, Switzerland is a world leader for it focus on the training and career development of staff. Multinational enterprise: Established in 1866, Nestlé operates in 180 countries and endorses lifelong learning culture based on initiatives like The Nestle Continuous Excellence and The Nestle Leadership Framework thinking about leadership skills, digital literacy, and technical capability (Nestlé, 2024). Based on Kirkpatrick model, the organization implicate rigorous assessment models to evaluate training effectiveness for learning outcomes to result in higher performance, reengineer and inclusiveness throughout its diverse global workforce.
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Organisational Culture: Learning and development (L&D) at Nestlé Nestlé’s corporate culture is characterised by continuous expansion, common values and lifelong learning, all of which are reflected in its L&D strategy. The organisation values the potential contribution of its employees and the impact it has on them in nurturing their professional advancement indicating its Organisational focus -Empowering People, which reflects respect for people (Nestlé, 2024). Learning is part of work itself, and all are encouraged to personalise their development which aligns with overall organisational objectives. This way of doing things means learning is not something separate, but part of the fabric of how we do things at Nestlé   motivating, inspiring or challenging us to achieve more. 
Leadership Commitment: The involvement of executives is a major factor in Nestlé’s L&D success. The company encourages and actively engages its leaders to development programs, such as the Nestle Leadership Framework an initiative aimed in shaping determined leaders capable on steering with challenges of complex and dynamic global business settings (Garavan et al., 2019). That kind of leadership commitment means ongoing funding, resources, and the culture of improvement will continue to be valued. It further promotes an education mentality throughout the organization that is conducive to knowledge sharing and mentoring.
 Employee Skill Gaps: Nestlé regularly assess competency models for the workforce to identify present and future skills gaps, such as in areas of digital innovation, sustainability and decision-making based on data. The company makes efforts to cover these gaps by planned training interventions to upgrade the workforce's ability, keep productivity and guarantee future-proof the organisation towards shifts of needs in industry (CIPD, 2023). 
Technological Advancements: The company’s journey to the digital space revolutionized the way learning is imparted. Nestlé uses online channels, mobile learning apps and analytics to personalise learning experiences and increase engagement. These are technologies that create consistent, on-demand learning opportunities for people around the world, helping build a globally connected and agile workforce.
External Forces

Globalisation: Being a worldwide group operating in 186 countries, Nestlé finds itself challenged to develop L&D activities that are respectful of the cultural, linguistic and legal differences across its business environment. Global differentiation needs to strike a balance between global commonality and local variability. Thus, this campus model L&D framework in Nestlé aims at ensuring standardised application of core competencies and overlapping the training design and delivery according to local needs and cultural differences (Noe et al., 2021). It ensures learning remains current, global and relevant to a highly diverse international workforce. 
 Technological Disruptions: The growing influence of digital technology, automation and AI mean the jobs landscape is evolving ever more rapidly, with new skills required and some declining in value. Nestlé is responding to these changes in its L&D approach with pre-emptive reskilling and up-skilling programs that provide employees with the digital skills needed (Garavan et al., 2019) for future work. Addressing digital literacy and promoting lifelong learning enable Nestlé’s employees to be agile, innovative, and competitive in an ever-changing business world. 
Regulatory Changes: As a business that operates in different countries and jurisdictions, Nestlé is subject to differing employment legislation, health and safety regulation and ethical benchmarks. Such differences in regulation, in turn affect the design and conduct of a training program. The organization integrates rules and ethics training into their onboarding process, so employees clearly understand and stay committed to global policies in addition to local legal guidelines.
  Labour Market Trends: The demand for energy from individuals forces greater flexibility and creativity in work arrangements, while expectations regarding career development directly affect Nestlé talent management strategy. To continue to attract the best talent and achieve its own growth goals, Nestlé develops L&D programmes that encourage employees’ growing careers, learning journeys and personal satisfaction. This methodology aids the organization in recruiting, training and retaining a talented and motivated worldwide work force.

                                                     PESTEL ANALYSIS FOR NESTLE 
	POLITICAL 
	From a political perspective, government stability, trade policies, and labour regulations across the 180 countries in which Nestlé operates directly affect its HR and training strategies. Political factors influence decisions about where and how to deliver training, as well as compliance with local employment laws and ethical business standards. Furthermore, some governments provide incentives for employee training and development, encouraging Nestlé to invest in national workforce skills.

	ECONOMIC 
	Economic conditions such as inflation, exchange rate fluctuations, and global market growth have a direct impact on L&D budgets and resource allocation. During periods of economic expansion, Nestlé tends to increase investment in employee development to support innovation and market growth, whereas economic downturns may require a focus on cost-efficient digital learning platforms.

	SOCIAL 
	The social dimension of the PESTEL framework also shapes Nestlé’s L&D design. Changing workforce demographics, generational diversity, and evolving employee expectations have led the company to prioritise inclusion, well-being, and work-life balance. Nestlé integrates diversity and inclusion training into its development programmes to ensure equal opportunities for all employees and to strengthen collaboration across cultures.

	TECHNOLOGICAL 
	
The technological environment has perhaps the most transformative effect on Nestlé’s HR and L&D practices. Rapid advancements in digital tools, artificial intelligence, and automation have prompted Nestlé to invest heavily in digital learning solutions and continuous reskilling. The company uses e-learning platforms and virtual training to deliver flexible, accessible development opportunities to employees globally, ensuring that they can adapt to technological changes within the food and beverage industry.

	ENVIROMENT 
	environmental factor, growing awareness of sustainability and corporate social responsibility influences the content of Nestlé’s training programmes. The organisation incorporates sustainability education, environmental awareness, and resource efficiency into its employee development initiatives, aligning L&D with its wider sustainability commitments and global environmental goals.

	LEGAL 
	legal factors, including employment laws, workplace safety regulations, and data protection policies such as the General Data Protection Regulation (GDPR), strongly impact HRM and L&D design. Nestlé ensures that its training programmes include compliance modules to maintain adherence to both international and local regulations. This helps minimise legal risks and reinforces ethical business practices across all operations.
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Learning and Development (L&D) is key in supporting Nestlé to successfully react towards external changes in the environment, such as digitalization, changes in consumer expectations and home office trends. With the world of business transforming due to technological advances, Nestlé’s L&D is dedicated to ensuring that it has a digital-capable global workforce. Powered by continuous learning programmes, such as Nestlé Continuous Excellence programme, our employees are trained in the use of new technologies and digital tools to ensure greater efficiency and innovation through data insights.
Furthermore, Nestlé fosters a culture of lifelong learning that keeps you current on the latest industry trends, sustainability practices and technological advances. By providing leadership and digital expertise programs, the organisation enhances employee agility and preparedness in the face of market disruption. This data is useful for understanding individual career development as well as to allow Nestlé to remain competitive. (CIPD, 2023). Accordingly, L&D is a strategic lever for transformation as well as the long-term sustainability of an organisation. These market pressures feature heavily in the way development programmes are structured and implemented at Nestlé, one of the world’s largest multinationals.
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Learning and development as a catalyst to long-term growth L&D as a value accelerator Throughout the Asia-Pacific region, learning organisations have established themselves as leaders through their commitment to managerial excellence. At Nestlé, L&D is part of the company’s long-term HR strategy to maintain its motivated employees, provide them with necessary skills and knowledge, and get them working in a way that meets organisational requirements. Through constant workforce development investment, as it raises productivity, so the world market becomes an even more credible prospect for a career (Noe et al., 2021).
One of the areas in which L&D makes a substantial contribution to realise this competitive edge is through employee retention and engagement. Unlocking access to Learning Journeys, such as Nestlé Continuous Excellence and Nestlé Leadership Framework programs, creates an environment of development and engagement for employees. 
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L&D initiatives that have an inclusive bent are vital to a work environment in which diversity, equity and inclusion is of value. At Nestlé, L&D is instrumental in fostering equality and understanding of opportunities for learning among employees from different cultures, languages and social contexts. This all-encompassing approach promises that no employee, regardless of their background or identifying factors (CIPD, 2023) should lack the development of skills and progression opportunities to contribute towards organisational success.
Nestlé provides culture sensitivity and language support training programs to enhance cross-cultural communication between its global employees. Because these things mean employees learn to understand different cultures and work in a respectful and inclusive workplace, something that is no easy task for an international corporation working in more than 180 countries.
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Kirkpatrick Four-Level Evaluation Model is a popular method for evaluating the impact of Learning and Development (L&D) initiatives. The model was created by Donald Kirkpatrick in 1959, and it assesses the result of a training intervention from four different perspectives: Reaction, Learning, Behaviour and Results (Kirkpatrick & Kirkpatrick, 2016). It offers clear and structured way of monitoring how well participants respond to training, level of knowledge acquired, behavioural change within the work environment and impact on over all organisation. The Kirkpatrick Model's value is in its scope and connecting learning to organisational impact. But there’s an Achilles heel in global companies with a wide range of employees like Nestlé, where cultural and contextual disparities can impact the validity of feedback and consistency assessments around behaviours globally. Nevertheless, some of the most powerful gains come from improved learning effectiveness and strategic alignment.
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A top challenge with implementing successful learning and development (L&D) strategies in a global company like Nestlé is many. Resistance to change is one of the biggest factors, because both employees and managers’ experience will be negative when it comes to using new learning technologies or ways of working, especially in areas where the old training habits are still leading. In addition, lack of budget can affect the scale and quality of L&D initiatives - particularly during times of economic instability. A different set of hurdles involves maintaining consistent and informative training throughout Nestlé’s operations around the world – cultural, linguistic, and regulatory differences can impact how training is delivered and completed. In addition, rapid technological developments are increasingly hard to maintain apace with the dissemination of learning content and methods across a varied workforce (CIPD, 2023).
To overcome these issues, Nestlé could improve its L&D approach by integrating AI and data analytics into L&D to offer more personalized learning experiences based on employees’ abilities, positions and learning preferences. Mobile learning and multilingual digital platforms may also be considered to make trainings more accessible for global teams. Furthermore, driving a culture of lifelong learning with the support of leadership and recognition interventions can overcome resistance and maintain engagement. These measures will help Nestlé reinforce its ability to innovate and grow in the short, medium and long term.
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 In conclusion, L&D play a role of central importance in HRM, serving as enabling systems to maintain and develop skilled, adaptable ambitious people with large organisations such as Nestlé. Daft wanted to change this through learning and got Nestlé Continuous Excellence off the ground using more of a consumer logic. The use of Kirkpatrick’s Four-Level Training Evaluation Model guarantees that the training results are measurable and consistent with business objectives. But resistance to change, resource constraints and cultural diversity make it impossible for L&D to stand still. Via state-of-the-art tools and resources such as AI-driven personalised learning and digitally accessible platforms, Nestlé can add an even greater dimension of effectiveness and inclusivity to its training programmes. Finally, investment in L&D strategically enhances organizational performance, employee engagement and long-term sustainability.
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