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Among the renowned multinational organisations in the world, Unilever is one of them in terms of its size, manpower, brands and financial turnover. Unilever has several employees more than 145000 all over the world and belongs to many cultures, nations, personalities and values. Besides they have more than 400 brands in 190 countries which require a huge number of skilled and experienced employees to satisfy the customers and compete with the competitors effectively.
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Unilever believes in gender equality and in this organisation the proportion of females and males is 52/48. Recently they want to diagnose employees’ personal development requirements and motivations through which personal and organisational development can be achieved. So they run a new project called “Empowering the employees with PDP” to know the development vehicles of employees in Unilever along with different performance measurement tools and methods and measure their effectiveness in the organisation. Moreover, a detailed and well-planned professional development plan is prepared to identify five clear objectives on which employees will focus in the future. These all bring more productivity, sustainability, acceptability and feasibility to Unilever’s employees. Moreover, it ensures employees’ individual development scope and makes a great future with the master plan with PDP.

[bookmark: _Toc129818186]Development vehicles in Unilever

As Unilever is one of the most giant companies in the globe, they use multiple development vehicles in their organisation to find out the development scope of the employees and motivate them accordingly to go through this development area which attains both organisational and personal development. Unilever carefully handles its HRM activities with the help of different HRM theories and frameworks. Some of the common HRM theories that Unilever use in their organisation named system theory, strategic contingency theory and organisational lifecycle theory. However some of the development vehicles that Unilever use in their organisation which are identified through this new project name “Empowering the employees with PDP” are job rotation of the employees, training, conferences and mentoring or coaching. These development vehicles help line managers to know about the development need area of the employees which boost organisational as well as personal success. For ensuring long-term success and sustainability more than the competitors, it is important to understand the employees. So Unilever's development vehicles and their scope is described below:
· Job rotation: Among all development vehicles, job rotation is the most appropriate and common. Unilever has more than 145000 employees from 190 countries who are appointed in various departments. Moreover, they have a fully separate and dedicated department for performing their daily activities. They have some departments like finance, product innovation and development, accounting, HRM, procurement, advertising and public relation and marketing as well as sales. Job rotation allows the employees to work in various departments and acquire some experience and knowledge from different departments. Initially, all employees are assigned to specific organisational departments based on their interests, education and experiences. But when employees get a promotion and hold the upper positions in the organisation, they must look after various departments. So without proper knowledge and function ability of various departments, it is impossible to manage those departments which bring personal development in the employee career. When employee rotates their job and goes to another department, they learn and gather some new experiences and knowledge of that department which helps them to boost their success level eventually it brings organisational success because every employee is capable to work in any department.
· Mentoring/ coaching: It is another convenient way to know about employee development areas and motivate them accordingly. These mentoring and coaching are depending on various situations. Most of the time it is taken for contingency or emergency issues. According to strategic contingency theory in HRM, all decisions should be taken after the judgement of the problem or incidents. So after experiencing any special incident, it is important to take some help from an experienced person in the organisation. Unilever runs its business in more than 190 countries which have different business environments and for that reason, they face some new problems every day in their business operations. So they provide mentoring and coaching facilities to their employees for individual development. These facilities offer them to learn from the experienced person.
· Training: It is a traditional form of development vehicle in Unilever. They arrange different training programs through which employee can learn something new which are essential for their job. However, Unilever provides a wide range of training programs and these training programs are arranged on some contemporary topics and areas. Recently they arrange some training sessions on big data analysis, machine learning, blockchain, artificial intelligence and the art of communication in organisations. These training sessions are provided by different experienced and dedicated training organisations and employees get very insightful information about these topics. However, for arranging any training session, they focus on system theory because every organisation follow some system and sub-system (Kennedy et al., 2021). For simplifying these systems and sub-systems, they arrange different kinds of training programs and trained employees in a way that these systems can be run simply.
· Conference: For bringing special talent and experience mind in the industry, a conference is a great technique. Unilever organizes different conferences on sales, human resources, information technology and gender equality which enrich the knowledge of the employees and improve their success rate in their life.
So in these ways, development vehicles can optimize the organisational and personal success rate in Unilever and identify the personal development necessity from the organisation and work on these development areas and gain organisational success and personal career growth.
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It is the most common trend that employees’ productivity increases with they get an appraisal from their boss and the organisation where he/she works. So motivation, appraisal methods and inspirations are great mediums to get employee satisfaction and measure employee’s mental and emotional condition toward the organisation. For knowing employees’ current condition in terms of development necessity, Unilever uses a variety of appraisal mechanisms through which they measure employee performance and efficiency. Some of the tools and mechanisms are:
· Checklists
· Ranking
· Graphical rating scale
· Paired comparison
· Confidential report on an individual employee of Unilever
· Survey
These performance measurement tools and techniques help the decision-maker and line manager to know about the actual development potential of the employees. These tools and methods show the effectiveness of selecting and satisfying the personal development need of the individual employee in Unilever that ensure personal and organizational efficiency. Some of these methods are so critical that assist to measure employees’ productivity and performance and help to take decisions regarding promotion, recruiting and training. These tools and techniques' importance is given below with relevant descriptions and explanations.
· Checklists: The line manager of Unilever set some predetermined factors which are set for the employees and has a specific target to achieve. After achieving these targets and goals, each checklist will be fulfilled. This checklist may be created or made on different topics and areas. For example, for employees of the Sales and marketing department, the line manager set some checklists which are quite different from the checklists of procurement department employees. For sales and marketing department employees, they set checklists on sales training, sales seminar, mentoring from sales managers, factory and workplace visits, training on information technology and Unilever annual sales conference.
· Ranking: Ranking is another tool for identifying employee efficiency and performance over time. Unilever set some activities and some score along with this score and after accomplishing this specific task, the employee gets a score and take a position in the ranking. This initiative makes the work environment more competitive in that all employee work and try to place their name at top of the ranking. By improving their name and post in the ranking, they will increase the scope of personal and professional development through which organisation can attain their goals more easily. Unilever sometimes uses this ranking technique to identify employee development areas and motivate the employee for self-development which makes it easy for the organisation to achieve their goals and targets. 
· Confidential report: It is one of the techniques that enable Unilever to diagnose in-depth knowledge about each employee and their characteristics. As it is involved personal information, it is a very confidential report for the employees as well as Unilever. Unilever makes this confidential report on every employee through some experienced research firm and finds out development areas for employees and managers that development is more careful and effective.
· Graphic rating scale: Now Unilever uses advanced technology to manage talent search and acquisition within the organisation. So Unilever's line managers use a graphic rating scale which is so attractive to see and makes it more convenient for the authority to take any decisions. Unilever Company uses this graphic rating scale to know the employee’s actual development stage where he/she belongs. For example, Unilever determines that there will be 5 development scopes for the employees such as effective communication style, technological knowledge, cultural knowledge, digital and social media knowledge and supply chain knowledge. All employees of Unilever will work in this area and the line manager will look after these. After achieving any skill, the line manager will identify this in a graphical rating scale and in this way line manager will identify and measure the tracking process of this development and skill management.
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	Development Objective
	Priority
	Activities to be undertaken
	Resources
	Target start date
	Target end date
	Evaluation

	Improve negotiation skill
	Increase individual negotiation techniques
	Seminars and lectures, practical negotiation arrangements
	An experienced person in the negotiation, computer lab
	15/06/2023
	15/07/2023
	

	Data analysis skill
	Big data analysis and market analytics
	Offline courses and ensure participation
	Professional trainer and laptop
	10/06/2023
	10/08/2023
	

	Communication skill
	Interaction with other co-workers and authority
	Group work and seminars
	Proper guidelines for communication
	14/06/2023
	14/07/2023
	

	Customer service skill
	Techniques for providing the best services to customers
	Training sessions and fieldwork
	Mentors and customer requirements notebook
	01/07/2023
	01/08/2023
	

	Technological and social media management skill
	Know about advanced technology and social media usage
	Intensive training and social media advertising
	Research centre and training program
	15/07/2023
	15/09/2023
	



So these are the core development area for Unilever employees and line managers should focus on these. There are various necessities of these skills, knowledge and expertise in Unilever because, without these factors and skills, employees can not satisfy customers properly. Today to compete with the competitors efficiently, these skills and knowledge are essential to acquire for the employees. These are the skills and knowledge which will develop employee’s knowledge in the area of technological advancement, social media handling, customer-centric approach, communication skill improvisation, knowledge on data analysis which include big data analysis and machine learning and finally negotiation skill which will assist employees to make better business deals with the suppliers, collaborators of Unilever and customer as well. Moreover, these skills also improve their personal development along with the organisational success of Unilever. According to the organisational life cycle theory which is very popular in human resource management states that every organisation has a limited life specifically if the organisation don’t restructure or renovate the target market or market offerings. So to renovate and redesign the market offerings and target market, employees and authorities can use these skills and knowledge to extend the organisational product offering’s life cycle in the target market and survive in the market. Moreover, these skills and knowledge are also necessary for an individual employee in their performance. All employees are social beings and important elements of society. As the world is changing with technology and connectivity, it requires some serious knowledge and expertise about information technology. These PDPs will enrich the knowledge and expertise on negotiation skills, communication skills, advanced technical knowledge, data analysis knowledge, customer service knowledge and organisational citizen behaviour also. Besides these specific objectives are linked with the SMART framework which allows making the exclusive and specific target on these objectives. The SMART framework provides more emphasis on the detailed plan of how these skills and knowledge will be provided to the target employees of Unilever. This framework provides some support to understand both employees and authorities what will be done and the time frame of the specific function. First, for improving the negotiation skill will need 1 monthly seminars and training program through which employees will get this skill and attain individual and organisation targets assigned by the top management. Second, data analysis skills will be trained throughout 2 months as it is very crucial to know the insight of this data analysis because Unilever makes most of its decision based on market research, available data and customer desire. These skill acquisitions require some training programs from experienced trainers. Communication skills will be trained within 1 month with the supervision of the trained supervisor. After the training program, employees will learn to conduct with other employees in Unilever, top management, customers, collaborators, customers and other stakeholders. So these will affect the behaviour of the employees at Unilever and their personal life as well. A third, most required skill which is customer service skill will be taught via this PDP and this will improve the way and system of delivering customer service to the customers. This skill will cost 1 month and need some specific guidelines on how to interact will customers. Finally, advanced technological knowledge and social media management will be taught for around 2 months and focus on different uses of this social media and advanced technologies throughout the training session. All of these training sessions require some professional trainers and mentors, fieldwork and group work to get the best result from the employees of Unilever. This PDP carefully outlines all the development need necessary for the employees of Unilever which enrich the career of employees and make them more productive and achieve Unilever success.
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Unilever employees’ personal development area and organisation success which is linked with employees' performance are described in this report. According to Dawn Lennon, every people have a different necessity for personal development which foster the organisation's success. However, with the help of PDP (professional development plan), Unilever plan to train their employees in a way that enriches employees’ knowledge and expertise in various which will make it easy to run their business operations more efficiently. The PDP plan of Unilever identifies five specific objectives which are crucial for skill development for individual employees of Unilever. Moreover, this PDP plan has acceptability, feasibility and suitability from the employee side as well as the management side of Unilever. An employee has feasibility, suitability and acceptability because these will improve their personal development and increase their level of understanding and make them more capable in the competitive market. Besides the employer such as top management, this is required because it makes the employees more competent and productive. After accomplishing this PDP plan, it will help employees to get more knowledge on contemporary things and provide the best service to the Unilever customer and help to gain organisational success.
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