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Learning and Development (L&D) in HRM is a strategic process that is aimed at developing the capabilities of employees beyond temporary training and aimed at consistent development of skills and competencies, which improves employee performance, bridges skill gaps, as well as equips the workforce to suit new positions (Armstrong and Taylor, 2020). L&D is vital in assisting organisations to adjust to the changes in technology and the world, keep up with competition, and well as diversity in terms of equal access to learning. The report follows the Experiential Learning Cycle, which was developed by Kolb, and applies to global organisations as it is based on the idea of experience and reflection-based learning. Unilever is one of the largest international FMCG corporations with operations in more than 190 countries and is known to be very committed to sustainability, digitalisation, and talent advancement (Unilever, 2025).
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Organisational Culture: Organisational culture is the shared set of beliefs, values, and behaviours that define a company’s identity. The organisational culture of Unilever is very strong in terms of sustainability, innovation, and continuous improvement. Such a work culture prompts employees to actively learn, shaping the priorities of the company in the L&D (Willcoxson and Millett, 2017). Lifelong learning commitment is the reason why training programmes can improve individual development, as well as organisational objectives.
Leadership Commitment: Leadership is vital in the process of directing L&D. The senior managers of Unilever are very supportive as they make investments in developing platforms like the Unilever Leadership Institute. This dedication makes the activities of the L&D strategy conform to the long-term business strategy and leadership pipeline building.
Employee Skill Gaps: As the organisation is increasingly digitally motivated, skill set deficiencies have surfaced in data analytics, digital marketing and sustainability competency areas (López-Cabrales et al., 2011). These areas of skills deficiency affect the design of programmes on L&D by focusing on upskilling and reskilling their workforce to address the changing business demands.
Technological Advancements: Technology has changed the way learning is administered within the organisation. Systems such as MyLearning and interactive online modules facilitate accessible self-paced learning among employees all over the world (Blake, 2024). These are tools that support large-scale and flexible learning solutions.
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Globalisation: The process of the world becoming more interconnected and integrated, allowing for the easier movement of goods, services, capital, and ideas across national borders.  Unilever operates in over 190 countries, thus it needs its employees to be able to work across different cultures (Unilever, 2025). This brings the need to train and develop global leaders in cross-cultural training.
Technological Disruption: There is a wildfiring change in the world of automation, AI, and other digital tools, necessitating continual reskilling of the workforce to ensure its relevance and productivity.
Regulatory Changes: Unilever is experiencing more and more regulations in the areas of ethical sourcing, environmental, and on the work environment (Shaoping, 2023). These generate continuous requirements for obligatory training programmes.
Labour Market Trends: The international skills gap, the emergence of distance working and the rivalry of skilled workers prompt Unilever to improve learning and acquisition of skills to attract and retain talent (Blake, 2024).
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Unilever has responded to these forces by establishing digital academies, reinforcing training in soft skills and global collaboration, and putting more emphasis on personalised, self-scheduled learning (Mann and Mann, 2025). Training on sustainability has also been developed to match the abilities of the employees to the values and expectations of the company on a global scale.
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The speed at which the digital transformation has been taking place has transformed the manner in which Unilever functions and has made digital capability a major organisational concern. In response, Unilever has invested heavily in employee upskilling by training them in skills related to digital marketing, data analytics, automation, and AI-based tools (Govindaraj et al., 2025). These are the necessary skills because the organisation is growing to use digital insights in analysing consumer behaviour, optimising its supply chain, and creating new products.
Also, Unilever has a number of e-learning platforms which allow the company to provide scalability and standardisation of digital training to the global workforce (Unilever, 2025). Online learning modules also facilitate accessibility of high-quality training by the employees of other regions, which creates consistency and flexibility.
[bookmark: _Toc214522713]Remote and Hybrid Working Trends
The global trends towards remote and hybrid employment also affected Unilever’s L&D strategies. The organisation offers special training on remote working equipment, such as virtual teamwork, project management, and online communication platforms (Armstrong and Taylor, 2020).
Another point that Unilever focuses on is the ability to employ virtual leadership, which helps managers to learn how to drive, track, and encourage teams without their presence. Digital communication methods are taught to the employees, making virtual communication wide, clear, and collaborative. These initiatives ensure that Unilever is productive and engages its employees despite the location.
[bookmark: _Toc214522714]Continuous Learning Programmes
Unilever has been able to develop an effective culture of never-ending learning facilitated by digital applications like MyLearning and Degreed (Blake, 2024). These systems provide micro-learning modules and structured programmes as well as personalised recommendations.
Between micro-learning and bite-sized modules, the employees can upskill when handling heavy workloads. More so, self-directed learning promotes independence where employees themselves select training according to their careers (Govindaraj et al., 2025).
These learning, never-ending programmes are also associated with larger environmental issues, including sustainability programs and supply-chain revolution, which provide employees with a current understanding of industry demands.
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Learning and Development is a significant cause of enhancing retention and engagement in Unilever. As employees are given a chance to develop in their professions, their satisfaction and loyalty increase (Bhakuni and Saxena, 2023). The Future Leaders Programme implemented by Unilever is a good example as it involves a well-developed training course and career development opportunities for high-potential employees (Unilever, 2025). This lowers the turnover rate as such initiatives demonstrate to the employees that the organisation is keen on the long-term development of employees.
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Unilever sees L&D as a tool to help it develop productivity and innovation. The training programmes offer employees skills that are required to add the new technologies, improve the processes and recognise the enhancement in product development and supply chain activities. Employees acquire problem-solving attitudes, digital literacy, and flexibility through specific programmes, which in turn are directly related to operational excellence and competitive advantages in the fast-moving consumer goods (FMCG) industry (Shaoping, 2023).
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Unilever has leadership development as a strategic choice. The company conducts various leadership programmes that comprise coaching, mentoring and rotational assignments. These programs assist in the creation of emotionally intelligent, international-minded leaders who know how to operate various teams and in complicated business settings (Moldoveanu and Narayandas, 2019). Investment in future leaders enhances the stability of an organisation and aids in the long-term growth of a business.
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One of the most prominent examples of the L&D approach by Unilever is the Future Fit Plan, which is supposed to equip all employees with the necessary digital and future-oriented skills (Unilever, 2021). This initiative guarantees the workforce in an ever-evolving technological environment and strengthens the competitiveness of Unilever in the world arena.
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Unilever focuses more on inclusive L&D so that no employee, irrespective of background, should be deprived of learning opportunities (Shaoping, 2023). Inclusive programmes lead to cultural competence, collaboration, and commitment of the organisation to diversity, equity and inclusion (DEI). These programs are useful in developing a feeling of belonging among the employees.
Some illustrations of Inclusive Programmes:
· Cultural Sensitivity Training: Unilever offers cultural awareness programs which help in effective teamwork with cross-international teams (Kirk-Lawlor and Allred, 2017).
· Language Support Initiatives: Language training assists a non-native speaker of the English language to feel like participating in the world of communication and leadership.
· Unconscious Bias Training: Unilever has been able to provide bias-awareness workshops to support equitable decision-making, practices of inclusion and equity in the workplace (Armstrong and Taylor, 2020).
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In order to cater to various learning requirements, Unilever embraces a multimodal learning strategy which brings in the use of videos, workshops, simulations and interactive tools. This diversity will guarantee that all employees, regardless of their learning styles that include visual, auditory and kinaesthetic, can equally gain (Thompson and Beardwell, 2017). Adaptive learning technologies are also employed by Unilever, so that the training paths are personalised depending on the progress and skills of the employees, thus encouraging accessibility and inclusiveness.
· Mentorship Programmes: The organisation has specific mentorship programmes to help its employees in the underrepresented groups. These comprise women mentoring, minority staffing, and young professionals mentoring (Boxall and Purcell, 2022). Reverse mentoring is also applied, whereby the younger employees mentor the senior leaders on issues like digital trends and cultural awareness. These programs assist in generating trust, opening up aspirations, and career growth of varied employees.
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The Experiential Learning Cycle is a theory that explains how people learn by experience (Simon, 2019). It has four key stages:
· Concrete Experience: The learner starts working with a new task or experience.
· Reflective Observation: The learner reflects on what occurred and assumes other possible views.
· Abstract Conceptualisation: Reflection results in the formulation of new ideas, concepts or interpretations (Boxall and Purcell, 2022).
· Active Experimentation: The learner will put into place the newly acquired knowledge in practical situations, and the learning process will become complete.
This model focuses on the idea of continuous learning caused by doing, reflecting, and applying.
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Unilever utilises experiential learning in its leadership programmes through the application of real business projects and demanding assignments to employees. Participants will be exposed to practical experience, reflection on results, and thought over the application to future activities (Shaoping, 2023). This expedient methodology improves problem-solving, decision-making, and strategic thinking, which enables the leaders to develop competencies based on a real-life scenario, not only theoretical knowledge.
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The model by Kolb embraces reflective learning in which employees are able to discover their strengths and weaknesses. It also offers a systematic learning that is appropriate to the global and diverse workforce of Unilever, and that accommodates the various learning styles. Moreover, the implementation of experiential learning will increase staff interaction (Simon, 2019).
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The model may also be time-consuming due to the long process of reflection and experimentation. Diversity in culture can determine the manner in which employees reflect or give feedback (Blake, 2024). Moreover, measuring the changes in behaviour might be difficult across the global Unilever operations.
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Challenges: Unilever has various issues with L&D initiatives. Employee resistance to change may emerge, especially when they are required to use new digital tools in learning. Large-scale, global development programmes may be constrained by the budget. The disparities in technology and digital literacy levels among regions pose discrepancies in the learning engagement (Thompson and Beardwell, 2017). Moreover, the variations in culture usually demand localisation of content to make it relevant and work with different global teams.
Recommendations: In order to overcome these issues, Unilever ought to use the innovation of AI-based personalised learning to offer adaptive and individualised training experiences. Diverse employees will be accommodated by further increasing accessibility by providing multilingual material, mobile learning, and inclusive design (Willcoxson and Millett, 2017). Enhancing the assessment by means of data analytics may enhance decision-making as well as measure the L&D impact more effectively. Accountability and engagement will be enhanced through promoting leadership ownership of L&D initiatives. Lastly, hybrid training models that will incorporate online and face-to-face training will enhance flexibility and efficacy in all regions of the world (Armstrong and Taylor, 2020).
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The concept of Learning and Development (L&D) continues to be an important component of HRM that facilitates employee development and organisational performance in general. At Unilever, multiple internal and external drivers influence the way L&D programs are developed and delivered to keep the workforce responsive to a dynamic environment. L&D enhances competitiveness, spurs innovations and promotes diversity by providing inclusive development opportunities. Even though resistance to change and limited resources are some of the issues that may be encountered, constant improvement is necessary. Finally, good L&D is key to the continuation of organisational performance and long-term success in an ever-more global and dynamic business environment.
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