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Individual Report on-
How do Organisational Beliefs, Attitudes and Value Systems Affect Workplace Behaviour? Also, How Will Tailoring Workplace Challenges for the Post-COVID Mind-set Tackle the Challenges We Face Now and Create More Resilient Business in the Future?

[bookmark: _gjdgxs]Executive Summary
Throughout the report, the answer to the two questions mentioned in the report's title will be discussed. Firstly, an introduction and company overview of Unilever will be provided. After that, the four theories that will be used for discussing the answer to the questions will be discussed briefly. The four theories are the contingency theory, bureaucratic management theory, human relations theory, and Hofstede's cultural dimension theory. After discussing the theories, the questions will be answered using the relevant theory, and the discounter-beliefs of the same theories will follow the discussion. Finally, recommendations will be provided based on the discussion done.
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[bookmark: _30j0zll]Introduction
Every workplace has its own set of beliefs, values, and attitudes. Each organisation's leadership and management style are centred around the organisation's beliefs, values, and attitudes. Although businesses had the privilege of staying somewhat stationary in the past, the market has become so competitive that organisations need to develop continuously (Taylor, 2020). The most recent addition to the world is COVID-19, which has affected business operations. The pandemic has hit every industry in one way or another, and the management & leadership techniques had to be altered, changed, or developed to survive amid the pandemic. In this report, the effect of values, beliefs & attitudes in Unilever's workplace will be shown. The changes that are being made or need to be made to tackle the post-pandemic world will help Unilever become a more resilient business.
[bookmark: _1fob9te]Company Overview (Unilever)
Among some of the oldest and most sustainable businesses globally, Unilever is a name that glows brightly. The Anglo-Dutch company started its business 91 years ago, in 1929 when the Dutch company Margarine Unie joined hands with Lever Brothers, a British soapmaking organisation (Unilever Global, 2020). Although the start was humble and steady, Unilever now boasts a whopping 400 brands under its control. Famous and well-known brands such as Ben & Jerry's, Axe, Glow & Lovely, Omo, Dove, Vim, etc., are under Unilever. Being a top player in the FMCG industry globally, Unilever has its products in 190 countries and operates in multiple countries worldwide. Unilever is a dual-listed company but is planning to convert to a private limited company by 2020. In 2019, Unilever had a total of 155,000 employees worldwide, which is a vast number. Unilever has a firm aim of being the most sought-after name when people consider buying household products such as shampoos, food items, soaps, handwashes, toilet cleaners, etc. (Unilever Values, 2020). 
[image: ]
Figure 1: Brands of Unilever (Unilever Global, 2020).
[bookmark: _3znysh7]Key Management Theories Underpinning This Report
To explain Unilever's situation in terms of the workplace conditions and bring changes due to the pandemic, four theories will be used. But before introducing and briefly discussing the four theories, it is essential to understand the concept of belief, values, and attitude. The definitions of belief, values, and attitude and brief descriptions of the four theories will be given in this report segment.




[bookmark: _2et92p0]Beliefs, Values, and Attitude
Although the concepts sound similar and are used interchangeably, there are differences between these concepts. However, all the concepts are interconnected, which gives rise to confusion while describing each of the concepts. 
[image: ]
Figure 2: Belief, Value & Attitude (Compiled by Author)
Belief: Belief is the feeling that comes from within a person regarding something being true, irrespective of the fact, or rationality's authenticity. Beliefs are deeply rooted in human beings and regulate the thought process of an individual. Many stories of different religions might seem magical or impractical based on scientific theories (Lovelace and White, 2014). But people choose to deem them true because of their beliefs. Beliefs are connected to experiences from the past. It comes chiefly from family, society, environment, etc.
Values: Values are an individual's perception of something being right or wrong. Unline beliefs and values might differ from one person to another or one organisation (Thyssen, 2013). Unlike beliefs, values do not necessarily come from prior experiences. They are formed based on one's perception of what is necessary and what is not. Although external factors affect how the values are shaped, they are more dependent on how the individual or organisation perceives it (Beliefs, 2020).
Attitude: Attitude is a simple portrayal of beliefs and values. Through the attitude a person possesses, a person's values and beliefs are expressed to the outer world. If a leader believes that employees are just a tool for getting a job done, their attitude will be harsh and cold. According to an Indian Writer Shive Khera, attitude is everything (Peterson and Søndergaard, 2013).
[bookmark: _tyjcwt][image: ]
Figure 3: Theories To be Underpinned (Compiled by Author)
[bookmark: _3dy6vkm]Contingency Theory
Fred Fielder invented this theory of management in 1964. The contingency theory of management is linked with the situational leadership theory. According to this theory, there is no specific perfect management or leadership method (Fielder, 2011). Depending on the situation faced by an individual or an organisation, the management method needs to be changed. Even the most rigid organisations need to change their management and leadership techniques if the need arises (Schoonhoven, 2011). Contingency theory tells leaders and managers to broaden the horizon of thoughts and be flexible. Without flexibility, it is difficult for organisations to keep competing against other string organisations.
[bookmark: _1t3h5sf]Hofstede's Cultural Dimension Theory
According to Hofstede's cultural dimension theory, each culture present in this world behaves in a specific manner. After extensive study for years, Hofstede has developed six distinct variables that vary between cultures and indicate how they are. Each index has low and high scores, and the scores indicate a specific country's cultural characteristics. The six indexes are:
[image: ]
Figure 4: Hofstede's Cultural Dimension (Skyward, 2020)
Each index is described efficiently in the picture above, and the meaning of each index having low or high values has also been described. Even within the same region, countries might have drastic differences between them in terms of the index values (Hitt wt al., 2014). For example, a country with a high uncertainty avoidance index score is likely not to adapt to change quickly. Organisations of such countries only change or develop themselves when they must change to survive. On the other hand, organisations with a lower uncertainty index are more open to change and continually keep them running.
[bookmark: _4d34og8]Bureaucratic Management
When the term bureaucracy pops up, it gives a negative vibe. To many, this form of management or leadership is all about being strict and putting pressure on the employees to give better results. Max Weber came and introduced proper Bureaucracy (Schiller, 2012). According to Max Weber, the Bureaucracy was about the rationalization of society. According to Max Weber, Bureaucracy ensured that organisations functioned in a structured manner where efficiency was ensured, and the people were put in power based on their capability. Max Weber exclusively stated two principles based on which the bureaucratic management functions:
· Rule-based Power: The power of bureaucratic management does not come from an inheritance or royal status. The power is derived from the role that is held by an individual. And the people appointed in specific roles are appointed based on their capability and contributions. Family connections, family power, relationship, etc., cannot affect this management form (Taylor, 2020).
· Hierarchy: In Bureaucracy, organisations are divided into clear hierarchies where the chain of command is followed strictly. The order given by the top management flows down systematically and reaches the bottom in due time. Employees are bound to listen to their immediate superiors and act on their command (Schiller, 2012).
In Bureaucratic management, there is no scope for personal benefit or personal interest. The whole process is impersonal and very formalized. Most big organisations follow the bureaucratic form of management to an extent. However, in current times, Bureaucracy is mixed with situational and flexible forms of leadership so that the newer generations can adapt to the work environment.
[bookmark: _2s8eyo1]Human Relations Approach
Human resources are the most valuable assets of an organisation, but many leaders and managers fail to understand this simple fact. Hawthorne studies were done by Elton Mayo, a well-known name in the world of management (Bruce and Nyland, 2014). This study was based on the importance of human relations in management and how human relations can influence their advantage (Peterson and Søndergaard, 2013). The main focus was dedicated to finding out the relationship between productivity and the work environment. Elton Mayo observed that when the employees were given positive stimuli such as more extended break periods, more lighting in the workspace, and any other privilege that makes them feel important and comfortable, their productivity increased. He also found out that human beings run after the following factors:
· Need for attention from relevant people such as leadership, colleagues, under commands, etc.
· Social interaction with the people.
· Individual achievements.
When an organisation's management caters to an employee's needs, the employee automatically feels motivated and tends to work better than before (Hitt et al., 2014). These factors propel employees to perform better and increase productivity. Not necessarily directly, but subconsciously, these factors influence how the employee’s work.





[bookmark: _17dp8vu]Application of Key Theories in Answering Questions Related to Unilever
Before answering the questions related to Unilever's workplace behaviour, it is essential to know about Unilever's values globally. Knowledge regarding the values will make it easier to apply theories when analysing the effect of belief, attitude, and value on Unilever's workplace behaviour. It should also be mentioned that a good look at Unilever's values will also give enough knowledge regarding the organisation's beliefs and attitude. The values and principles have been stated below:
· The employees, as well as the management of Unilever, are dedicated to maintaining integrity while working (Unilever Global, 2020).
· Being a global leader of the FMCG industry, Unilever is hell-bent towards continuous improvement of their products and society.
· Unilever's code of business principles is assisted by 24 internal policies, making its employees oblige to it no matter where they are serving.
· While working with different parties like suppliers, retailers, distributors, business partners, etc. Unilever makes sure that they extend cooperation towards the stakeholders (Unilever Values, 2020).
These are the central values and principles that are followed by Unilever employees. However, it should be mentioned that the values & principles are not necessarily limited to the ones mentioned above. Many unsaid values are practised widely within the organisation.




[bookmark: _3rdcrjn]Application of the Hofstede's Cultural Dimension Model & Human Relations Approach Model for Displaying how Organisational Beliefs, Attitudes, and Values Affects Workplace Behaviour at Unilever
[bookmark: _26in1rg] Hofstede's Cultural Dimension
It is a known fact that Unilever is a multinational organisation, and its products are spread in 190 countries globally, which is more than 90% of the countries in the world. Controlling the supply chain and operations worldwide through one headquarter in the UK is not feasible (Unilever Global, 2020). That is why there are branches of Unilever based on regions and countries. As per Hofstede's cultural dimension model, it is a known fact that the culture varies depending on the region (Home - Hofstede Insights, 2020). Although Unilever has a global motto and is followed globally by its employees, there are differences in regional operations. Hindustani Unilever can be taken into consideration. When the cultural dimension of India and the UK are compared side by side, it looks something like this:
[image: ]
Figure 5: Index Comparison Between UK and India (Hofstede Insights, 2020)
The blue bar indicates stats related to India, while the purple indicates stats related to the UK. Although there are six indexes here, the power distance index will be discussed. Having a higher power index means that the power is centralized and mostly kept within the top management while having a low power index indicates that the power is decentralized (Peterson and Søndergaard, 2013). The formality between layers is low. India has a score of 77, while the UK has a low score of 35. Thus, when a decision is passed in India, it must follow the more formalized channel, and the distance between an employee and boss is high. This makes communication between the levels harder and might cause dissonance among employees. This also disrupts the managers from getting honest feedback from the employees. The scenario is likely the opposite in the UK as the power distance is low, and employees can freely contact their bosses. So, it is evident that based on the beliefs and values of a specific region, the way employees are interacting within the same organisation differs significantly (Hitt et al., 2014).
[bookmark: _lnxbz9]Human Relations Approach Model
Unilever is considered a dream employment opportunity by many because of various factors. However, one of the most significant factors that make Unilever a desirable destination for many employees is how they are treated. Globally, in Unilever, the employees are considered in high regard. Being part of a multinational organisation, they need to work very hard, but they also get adequately compensated. Mutual respect is practised heavily in Unilever if the three critical factors that motivate employees and increase their productivity are observed. Unilever caters to all of them. Unilever leaders are serious about feedback and give the employees proper feedback to improve them or make them feel validated based on their performances. There is ample scope for development and achievement at Unilever. The best part is that the employees' achievements are acknowledged through award programs (Thyssen, 2013). The award programs vary regionally. Human relations are given due priority within Unilever. The positive culture that supports the employees to develop is shared globally. The Unilever management and employees' beliefs, attitudes, and values are centred around positive actions to uplift the organisation (Unilever Global, 2020). Thus, workplace behaviour is overall positive and good for employees as well as employers.

[bookmark: _35nkun2]Application of the Contingency Theory & the Bureaucratic Management Theory in Showing How Workplace Change Tailoring for the Post-Covid Mind-set Will Make Unilever More Resilient for the Future
[bookmark: _1ksv4uv]Contingency Theory
The pandemic came and swapped the world off of its feet. Before the countries could stop the virus from entering, it had entered most countries. Millions have lost their lives worldwide, and many are suffering. The economy of every country was adversely affected as businesses were affected adversely. Unilever was no different as it had to adopt different strategies to counter the Coronavirus. The changes were mostly related to the management and operations of the organisation (Response to Pandemic, 2020). Before the pandemic, video conferences were practised in Unilever, but for essential projects and meetings. When the pandemic started, it became impossible for employees to do meetings physically. Thus, the use of Google meeting, Zoom, or any other professional video call software increased drastically within the organisation (Cerutti and Grodoski, 2020). Bizmaestros is a global competition that is hosted by Unilever (Unilever BD, 2020). The competition has regional rounds, which mostly take place physically. In respective regions, the prestigious competition's finale occurs in luxurious hotels such as Raddison, Westin, Pan Pacific, etc. However, Unilever's management decided to change its strategy and turn the whole thing online for a change. In Bangladesh, the whole program was executed successfully, and one team emerged as the champion (Daily sun, 2020).
[image: ]
[bookmark: _44sinio]Figure 6: Regional Champion of BizMaestros 2020 from Bangladesh (Daily sun, 2020)
 The whole process was much cheaper as costs related to venue management, and other miscellaneous costs were saved. Suppose Unilever's management and leadership were rigid and did not apply the contingency theory of management or leadership (Schoonhoven, 2011). In that case, they might have ended up not arranging the annual competition, which also works as an excellent tool for recruiting potential candidates. 
Work from home in big organisations such as Unilever is not an uncommon incident. There must be valid reasons, and only very senior managers can opt for them as per their convenience (Cerutti and Grodoski, 2020). Due to the pandemic, Unilever and most of the world's organisations had to provide 'work from home' for the employees. Unilever might adopt this as a permanent way of getting work done for employees who have trouble commuting or prefer working from home. That way, Unilever will not have to lose female employees to maternity leave as they will have the opportunity to work from home. This will also clear a lot of space in the office as many employees work from home, saving extra cost in the long run.
Mental Health and its importance are discussed regularly, but very few organisations get the actual extent of its importance. Unilever does consider the mental well-being of its employees. It becomes challenging to maintain every employee's mental health as it is a competitive industry, and the management must focus on making a profit (Schoonhoven, 2011). Due to the pandemic, many employees' mental issues became clearer as everyone was feeling suppressed in one way or the other because of the lockdown. Many employees even contacted HR of Unilever regarding their problems while justifying the lack of productivity. Since Unilever is a clueful organisation, they will think about appointing dedicated mental health doctors, psychiatrists, etc., for the employees' benefit. Having a safe place to go will make the employees feel better in the long run (EVANS, 2017). Although this step will be taken based on the pandemic observations, it will benefit the organisation and make it more resilient. In the end, human resources are the essential elements of an organisation, and ensuring their well-being ensures the overall development of any organisation.
[bookmark: _2jxsxqh]Bureaucratic Management
In essence, Unilever is a bureaucratic organisation. If the two main principles followed in bureaucratic management are observed, Unilever ticks both the boxes. The power and authority depend on the role or position he/she holds (Hitt et al., 2014). The position is earned based on merit and performance. Seniority plays a factor as well at times. Unilever also has a hierarchical structure where the authority flows from top to bottom, and responsibility goes to the top. Although Unilever is very structured, it also provides a certain degree of freedom. Due to the pandemic, the top management tried to be as empathetic with Unilever's employees to stay productive while working from home. 
When a change is ordered from the top level in bureaucratic management, it is easier to execute as the top-management order is absolute. When the pandemic ends, and everything goes back to normal, the whole world and Unilever employees will have a greater sense of hygiene and a healthy work environment. Sensing this factor, the top management can easily give the order to make the workplace safe and hygienic by keeping hand sanitizers and masks for every employee in the office. The authority can also mandate washing hands every 1-2 hours to not fall sick due to viruses or bacteria. Although Unilever has no direct evidence taking these steps yet, the authority is expected to take similar actions as Unilever is devoted to an employee benefit. The pandemic has taught how vital health is and how to maintain it. Ensuring a safer work environment will ensure that the employees do not fall sick now and then, ultimately contributing to a more resilient Unilever. Such factors also work as motivational factors as they feel valued by extra care (EVANS, 2017).












[bookmark: _z337ya]Critical Evaluation of Different Interpretation of Theories Discussed Based on Different Values, Beliefs, and Attitude
Living in a society means living with people having different opinions based on their values and beliefs. In the discussion done earlier, the most practical and probable situations and outcomes have been discussed. However, the outcomes might differ based on an individual's belief or value or an organisation. Using the same scenarios and examples, different beliefs will be presented.
[bookmark: _3j2qqm3]Hofstede's Cultural Dimension
India has a higher power distance index generally indicating that the employees have a hard time connecting with the higher-ups. A person with a different belief might have something else to say. Since Unilever is a multinational organisation, it has a set of values and principles that every manager, employee, and leader is bound to follow. Based on that, a person might assume that the index's differences are irrelevant and does not or should not have any effect on the employee-leader relationship. The employees should be able to give honest feedback and voice their concerns. While the idea is right, and the situation should be such. Cultural differences make it hard to be executable in the perfect way. The employees and managers are governed by the guidelines and principles of Unilever as a whole. Still, the regional habits are hard to brush off as people living in India are used to that culture (Kaur, 2013).
[bookmark: _1y810tw]Human Approach Model
Unilever is an ardent follower of the human approach model as they ensure employee welfare and well-being very religiously. However, an individual might take it otherwise and prefer a sterner approach towards dealing with employees. A result-oriented leader might not feel like investing much into human resource benefits and development as they might consider it a waste of time, effort, and money. Rather than adopting the Y theory of motivation, the X theory might be preferable to many. It should be kept in mind that Unilever is a multinational company, and its recruitment process is already very challenging, bringing in the best among the best. If employees are forced to work and not given proper incentives, it might backfire. However, the strategy might work in organisations with a less experienced and lazy workforce that needs negative stimuli and work threats.
[bookmark: _4i7ojhp]Contingency Theory
Covid-19 has indeed shown the world the power of going online. Zoom and Google meet has become the most common platform for arranging seminars, conferences, presentations, etc. Unilever has been leveraging online platforms' benefits throughout the year by arranging seminars, competitions, sessions, etc. On Zoom or Google Meet. All the rounds of BizMaestros 2020 took place online (Daily sun, 2020). While this approach is beneficial, employees of an older age group or technology-averse might not prefer digital interaction. They might have a strong argument that while it is the only way out amid the pandemic, physical presence and interaction is better as it is easier to establish the human element. Human elements make it easier to empathize with other parties and make the whole process feel more humane rather than robotic. This logic is reasonable and does prove that opposing beliefs or values are necessary (Unilever Values, 2020).
[bookmark: _2xcytpi]Bureaucratic Management
Unilever is a bureaucratic organisation, a word from the top management flows down the whole organisation, and it gets executed. However, this is just one side of the coin, where everything is being observed from the top management's perspective (Lovelace and White, 2014). From an employee's perspective, Bureaucracy's whole concept might feel like a caged prison. The chances that an employee's opinions or ideas will flow up towards the relevant authority is meagre. Although Unilever provides a great working environment and facilities for the employees, newer generations want their opinions heard. Not having the right opportunity to do so might make the employees feel constricted and affect overall productivity. Employees might also have important customer insight that might prove to be a game-changer for Unilever. But because of Bureaucracy, the insight might get diluted mid-way and never reach the actual destination, causing a loss for Unilever and the employee.

[bookmark: _1ci93xb]Recommendations for Unilever to Initiate Organisational Changes for the Post-Covid Mind-set in Terms of Belief, Attitude, and Value to Tackle Present Challenges and to Become a More Resilient Organisation in Future
Covid has changed the operations of most businesses out there. The way businesses operated back in March is very different from how they operate now. Unilever being an FMCG top player, had to make sure that the production never stopped as many people globally rely on their products (Kaur, 2013). To ensure uninterrupted production of essential products, Unilever had to adapt to the ongoing situation. In the process of adapting, Unilever picked up different new activities or ways of getting things done that were not dominant before. Based on the discussion of different theories and counter-logic of having different beliefs, the following recommendations have been provided:
· Unilever should keep emphasizing employee benefits like they are doing already. Also, ensuring proper hygiene in the workplace and keeping the employees healthy should be added to Unilever's 'to make' list. Doing so will ensure that the employees stay healthy, and the workforce behaviour will reflect a better image in front of the world, granting a competitive advantage (Lovelace and White, 2014).
· Cultural forces are harder to control completely, but they can be influenced to an extent. The top management of each region should be encouraged to implement Unilever's general values and principles within the specific region. Factors like power-distance, individualism, etc., do not affect Unilever's operations or make the employees uncomfortable. 
· 'Work from Home' should be normalized in Unilever as it has proved to be efficient amid this pandemic (Unilever Global, 2020). This will save a lot of space and cost for Unilever. Many employees are efficient but prefer to work from home. It can work as a miracle formula in boosting the productivity of such employees. However, it should not be implemented on a wide scale as individual employees need to be present in the office space.
· An online platform for conducting online meetings should also be normalized, especially in regions where the internet connections are stable as areas with network issues from time to time like India, Bangladesh, Pakistan, etc. should have online media for office work when convenient. Within a few decades, the internet will be strong worldwide, and every Unilever regional office will have the capability to conduct the essential sessions online.
· Bureaucracy is the best option for multinational organisations like Unilever. However, it is essential to give some flexibility to the employees when it comes to the topic of giving their feedback or sharing their opinions. Although employees are free to share their thoughts, they rarely get challenged to the right place. So, Unilever must make arrangements so that employees can share their valuable thoughts, and they get to the proper authorities. This will validate the emotions of the employees and will positively affect productivity.
















[bookmark: _3whwml4]Conclusion
Unilever's overall organisational beliefs, values, and attitude are energetic and lively and contribute positively to workplace behaviour. The employees and management are bound with strong principles and values that respect other parties and gain their respect in return. The pandemic has made it clear that even big organisations like Unilever need to keep changing to serve the customers better and outwit competitors. Using online media for different organisational activities, promoting the work from home policy, etc., are some of Unilever's initiatives, ensuring a resilient business in the future while facing the current challenges efficiently.
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