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Introduction 
This report demonstrates and discusses three crucial contexts regarding leading and implementing workplace change. The first topic critically analyses the changing world of work, its drivers, the role of automation, and different theories regarding the changing world of work. The second context crucially evaluation the organization-Unilever. It is one of the leading businesses in the consumer goods industry of the United Kingdom. However, this section emphasizes a process that can be automated, implementation of Lewin’s change management model, and its limitations as well as Lewin’s force field analysis. The last topic covers a detailed analysis of the organizational structure of Unilever.



















Company profile 
Unilever Plc is known as a global consumer goods manufacturer based in the United Kingdom, which has its head office in London. Food, ice cream, condiments, cleaning supplies, personal care items, and cosmetics are among the goods and products manufactured by Unilever (Murphy, and Murphy, 2018). Approximately 190 nations can purchase Unilever goods and it is the world’s largest soap manufacturer. More than 400 brands of Unilever are available all over the world. 
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Figure 1: Unilever plc. 
Source: (Murphy, and Murphy, 2018)
The mission of the company is to spread a sustainable lifestyle, which is the prime motivation of the company. It is among the biggest consumer goods corporations in the world, having been founded more than 100 years ago. It is renowned for its outstanding brands and its conviction to conduct the business ethically, which leads the organization to exceptional success over its lifetime (Lakada, et al. 2017). Every day, more than 3.4 billion people use its products and goods. In 2021, it had £46.25 billions of turnover with 58% in evolving markets. It has created employment for more than 148000 employees worldwide. In its management, it maintains gender balance by 52/48 (female/male). 92% of leaders of the organization are local to their market. It has invested around £396 million in its diverse companies, which are operated by under-represented groups. About 53% of the plastic packaging of the company is recyclable, reusable, or compostable. It has achieved success in reducing 64% of emitting greenhouse gas. Its brands are allocated into five business units including beauty and wellbeing, ice cream, personal care, home care, and nutrition, each of which has a clear and distinct vision that leads to the objective of Unilever (Murphy, and Murphy, 2018). The organization is determined to make itself well-known for its 3 mottos, such as building its most purposeful brands as stable in the world, demonstrating the improvement in sustainable business’s performance, as well as being a leader corporation in diversity and inclusion. 
Critical discussion on how the world of work is changing
The focus of the changing world of work is on analysing the impact of the evolving nature of the workplace on managing organizations and their people. Changing demographics, increased global integration, greater diversity, increased competitive pressures, and technological advancement for organizations reshape the nature of work, work relations, and workforce, both in the product markets and for workers due to the shifts in socio, economic and political environments (Cazes, et al. 2019). Employers, governments, and decision-makers are concerned about the effects these developments will have on the nature of work, workplace relations, and the workforce. To examine and address these developments, the Changing World of Work Group assembles experts in the fields of Human Resource Management (HRM), leadership, employment relations, organizational behavior, diversity, gender, and inclusion. This concept provides emphasis on other sectors such as gender and leadership, performance management, generational diversity, career development and management, international mobility, employee engagement, HR and technology, and a flexible working environment (Lansbury, 2018). It creates close collaboration among employees, consultants, government, and policy groups to adapt and comprehend the changes through executive development, consultancy, and research. All stakeholders including employing organizations, academics, and policymakers of the organization are benefitted from collaboration, cooperation, and knowledge sharing. 
Unilever shows the impact of The Changing World of Work on their organization through its changes of strategies and goals, implementation of the changes and progress in the organization and its workplace. It is breaking its employment arrangement and creating high quality working alternatives that with be suitable and appropriate for its business and its employees to cope with the flow of the changing world of work (Asuquo, and Inaja, 2013). In the changing world of work, Unilever has prioritized its people. It is dedicated to assisting its individuals in remaining physically and mentally healthy for work, both now and in the future, through the Unilever Compass. The corporation is equipping its people for the future of work, pioneering, and developing new flexible employment alternatives, and associating others for providing and creating jobs, skills, and training for potential young people outside Unilever. It ensures that its people are attaining the necessary tools and equipment so that they can adapt, thrive, and flourish in the rapidly changing world of work (Cazes, et al. 2019). One of the major Future of Work goals of Unilever is to pioneer and introduce new models to create flexible and comfortable employment alternatives for its workforce by 2030. 
Drivers of the changes
 Global labour markets along with all the corporations were already undergoing significant changes. The pandemic has significantly speed up changes, leading to significant upheaval and disruption along the way (Spreitzer, et al. 2017). There are five significant themes and forces that have a noteworthy impact on the markets, corporations, and the changing world of work as the third year of surviving and working has begun through the global pandemic. The epidemic has forced us to fundamentally reconsider the ways how businesses are conducted. Over the past two years, businesses have investigated not only their working models but also the cultures and values of the organizations. 
Remote and Hybrid work 
The demand for remote and hybrid work is constantly increasing on a global scale. At the end of 2021, the percentage of compensated jobs or compensated positions replacing remote work has nearly doubled (Mortensen, and Haas, 2021). Employers must closely examine their offerings and make a hybrid workplace inclusive to increase competitiveness among candidates. 
Unilever has more than 82 job sectors as remote work such as Category manager, Logistic transition PM, eCommerce contents associate, retail logistic coordinator, and so on. Unilever provides qualified colleges with competitive pay and benefits packages. The company has flexibility for hiring candidates for a wide range of remote, freelance, temporary, full-time, and part-time job opportunities (Lansbury, 2018). Unilever fosters a growth culture and provides professionals with world-class career development programs to expand and obtain careers. 
During pandemic, the corporation announced a set of global standards, which include employees working from home 60% of their time and 40% of their time spent collaborating and connecting in the office. The initiative has not only achieved the greatest use of office space but also offered the employees flexibility and choice. 
New Roles
Employees have changed how they work over the previous two years, as well as their motivation for working and their priorities for their professional and personal life (Matthews, et al. 2011). Due to the speed at which employees are applying their experience and skills to new roles. Unilever is aware that new skills and methods of working are emerging, roles are changing and reshaping, and working patterns are changing. Individuals may enjoy the autonomy and flexibility of contract work with the benefits and security traditionally associated with permanent employment.(Rigolizzo, 2022). Employees can work on various projects and though they are not working on a project, they receive a monthly allowance and a unique set of benefits. They can create work schedules that are convenient for them. 
Different Industries
The main reasons for switching sectors or industries by employees are better payment, values alignment, and job advancement. The re-evaluation is bringing about meaningful change in the labour market and providing employees with greater bargaining power. 
The consumer goods industry of the UK is fast-moving, vibrant, diversified, and a wide range of professional opportunities (Mariani, and Wamba, 2020). Food, drink, and other consumer goods products are continuously in demand, thus there will always be employment opportunities in the sector. Every week, hundreds of latest items are introduced, with teams of employees doing a wide range of responsibilities. Graduates could pursue an exciting career in this sector, a rapidly changing field, where they may see the fruits of their labour in action. The industry has seen significant alteration because of the expansion of e-commerce in the UK and around the world. By 2025, it is anticipated that the industry would account for 12% of the UK market, nearly doubling its current percentage (Simms, and Trott, 2014). As one of the leading companies in the sector, Unilever can grave potential candidates by changing working arrangements and creating better opportunities.
Unilever has more than 400 brands among which mostly are health and care products for its customers. It has also created many jobs in the health and care sector such as Project Scientist-Skin Immunologist/ Allergist, Clinical Development Manager, and so on. It has a job scope for engineering as well. (Rigolizzo, 2022). The company has a community of more than 8000 of the world’s most accomplished engineers. Spread over more than 320 factories. Building ground-breaking ideas and innovations require teamwork, mutual support, and the use of innovative design ad technology. 
Gender Gap
Gender gap is also worrying while businesses are still competing for this concern, there are still alarming indications that men still hold many of these positions, with 80-90% of the engineering and manufacturing recruits frequently being men. Making these positions appealing to women and assisting them in transitioning into employment in emerging technology still requires a lot of work and will result in a lot of changes in the world of work (Ibarra, et al. 2010). However, Unilever is continuously trying to transform its workplaces, value chain, and society towards the accomplishment of the belief that there should not be any women left behind by applying their gender lens to everything. The longest-running programs of Unilever, which are focused on leadership and gender balance, have reached gender parity at the management level. In 2021, 52% of the managerial staff of the company were women. In 2021, 31% at the most senior level and 27% at the senior management level of the Unilever Leadership Executive (ULE) were comprised of women respectively (Mariani, and Wamba, 2020). 
How a change plays in the role of automation. 
Automation is the advancement and usage of technology to manufacture and provide goods and services with slight or no human involvement. Many people will lose their jobs because of automation. By the early 2030s, automation might potentially eliminate up to 30% of the UK jobs, with different industries and worker types being affected at contrasting times. Decades of the new change and automation have resulted in the modern workplace, from Chabot's to robot that delivers food or products, which have helped customers and businesses save time and money throughout the years. Hybrid work introduces new complications to the workflows, as a result, the future of work will unavoidably be characterized by continuing demand for workplace automation. Technology developments will enhance job prospects, ensure higher productivity and performance, save costs for corporations, increase employee safety, and reduce employee error. On the other side, successful implementation of automation requires more training for employees and more security for companies, increases initial costs, and creates less flexibility.
Modern technologies and automation are reshaping and changing many roles of Unilever and adjusting to these changes is crucial for the corporation and its people (Hirschi, 2018). Artificial Intelligence (AI), safety reporting applications, and collision-preventing transponders are the instances of smart tech and automation that corporations have used to deduce accidents in the workplace. The employees have responded positively to the usage of the technologies. In the Fourth Industrial revolution, many professions changed or despairs due to improved technology, including new employment patterns, and shifts in workforce demographics places a strong emphasis on automation. The World Economic Forum estimated that the incorporation of technology into working procedures will simultaneously create 97 million new ones replacing 85 million jobs (Dubin, 2017). It is predicted that computers and people world each spend the same amount of time performing the same duties.
A Critical evaluation of Unilever.
Unilever is a future-fit and purpose-led business, which is driving towards superior performance. Its five major strategic choices are leading the global business towards achieving its global purpose. Its business models are interrelated and empower the business and create sustained value for all the stakeholders of the company (Jose, 2021). 
  Automation in the packaging process
The manufacturing activities of a manufacturing company include obtaining raw material, preliminary processing, manufacturing or production, assembly, quality assurance and control, testing, labelling, packaging, transportation and distribution, and follow-up after the sale. Automation is the superior use of equipment so the systems or production process of the company can be automated (Matthews, 2016). The ultimate objective of automation is to enhance efficiency by raising production capacity or cutting expenses of the organization. Unilever can also automate its packaging system for reducing its packaging time. Product packaging without manual human interaction is known as packaging automation. Automation on packaging systems have develop from single devices that could simplify just one step to systems that now smoothly include all the processes into the packaging process. Labor shortages, products, worker safety, and manufacturing speed are the driving factors of automation (Baroro, et al. 2014). 
The challenge for Unilever was locating a flexible robot for its packaging and palletizing processes, which will contain an appropriate payload, intuitive handling, suitable reach, and programming so that the corporation can reduce employee’s boredom. The solution for automating these processes demonstrates dividing tasks into sub-processes to automate individual phases systematically, reduce difficult tasks for employees, and increase value. The automated packaging machines are information-enabled and easily integrated. They can convey instantaneous diagnostics and use up-to-date safety technologies. 
The advantages of automation packaging are lessened labour costs, reduced waste of packaging materials, enriched material consumption, maximized productivity and efficiency, reduced damages and unsaleable, steady packaging results, enhanced health and safety, reduced workforce motion and strain injuries, and increased throughput (Hambir, et al. 2019). The collaborative robot's implementation solution in Unilever has reduced packaging time, increased let go efficiency, transferred employees to other tasks, and solved the challenges. 

    Lewin's three-step model
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                                    Figure 2: Kurt Lewin’ Change Model  
                                             Source: Media Maya (2022)

The base of modern change management is change behaviour, which includes how people respond to, accept, and implement changes. Kurt Lewin's three-stage model of change and Lewin’s force field analysis are crucial theories to change management providing limited actionable guidance. Kurt Lewin, a social psychologist from German American, is a great enterprise in change management in the early 20th century (Burnes, 2020). The change process in the environments of organizations and challenging the status quo to realize effective and meaningful changes are the two principal areas of evaluation of the change model. According to Lewin, any action of an individual towards a projected change is a result of collective behaviour. Any force or interaction impacting the group dynamic also has an impact on the behaviour and adaptability of the individual. Therefore, the group environment must be taken into consideration during the change process. Unfreezing, change process, and refreezing are the three stages of the model. Unfreezing demonstrates perception management and initiates motivation for change. The change process step develops new ways of reaction based on added information. The last stage stabilizes and integrates the changes. 
 Implementation of Lewin’s management change model in Unilever 
Lewin asserts that before reaching the balance stage or stability, organizational change is a complicated journey as go through several transitional stages. For example, in 2007, Unilever's change management program had been conducted as Unilever approached travel projects (Cummings, et al. 2016).
Unfreezing: the unfreezing stage of the model demonstrates three actions. The organization needs to determine and identify what must be changed by surveying the company or understanding the necessity of changes. The second action indicates ensuring management and support and assistance by communicating with stakeholders and framing the changes as positive impacts (Enoch, 2016). The last action indicates taking steps for implementing the change by promoting the values of the change and harmonizing the change and long-term visions of the organization. 
Change process: implementing a well-organized process of change does not ensure predictable results since the organizational change is notoriously difficult to manage. Therefore, the organization is ready with a range of change options and evaluates them. The change implementation process to be successful and effective in the long-term, information flow, and leadership as the key drivers are crucial. During the change process, the organization clarifies misunderstandings, the implementation process, benefits, and effectiveness (Burnes, 2020). In addition, employees are encouraged to actively participate in the transformation and assist managers in providing directions. Accumulating all the stakeholders in the process is included as well. The leadership team of Unilever is also changing because of the new structure. 
Refreezing: as the third stage refers to sustaining the enacted changes, appropriate steps are required to reinforce the change. Both informal and formal mechanisms are required to consider for implementing and freezing the recent changes. Organizations need to consider one or more measures or activities that can be sufficiently forceful to counteract the overall influence of all opposing forces to the change. By recognizing change enablers and change obstacles, the organization needs to integrate the recent changes into the culture (Hussain, et al. 2018). The organization needs to promote and develop ways to stand the change long-term by ensuring management and leadership support, adapting to organizational structure, forming feedback processes, and creating reward systems. The organization needs to train, communicate, and support employees for ensuring effective learning. For example, beauty and wellbeing, personal care, nutrition, home care, and ice cream as the five business groups that have been frozen. The five business groups will be backed by Unilever business Operations, which will offer the technology, systems, and procedures to promote operations excellence throughout the company, allowing Unilever to capitalize on its size and worldwide capabilities (Cummings, et al. 2016). 
 Limitation of Lewin’s management change model
 Lewin’s approach placed a strong emphasis on how interdependent different organizational units and subunits are. This model assumes that companies operate in static environments and transition in a planned manner from one stable state to another, yet modern organizations operate in chaotic conditions and unpredictable business environments. It was criticized and stated as more mechanical and simplistic, which is not appropriate for the current organizational environment (Galli, 2018). Lewin’s change management model works effectively in the execution of gradual or incremental change in an organization; it disregards radical, revolutionary, or transformational changes. This method disregards the importance of power, politics, and disputes. Additionally, it restrains the implication of employee’s reactions and experiences, which are vital to the whole change management or transformation process. The concept is concentrated on goals or plans. This model recommends a top-down approach in change management while moderating the significance of the bottom-up approach as well. 
  Lewin's Force Field Analysis
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                                     Figure 3: Force Field Analysis.
                                   Source: Slide Model. Com (2022)
Kurt Lewin’s Force Field analysis recognizes the forces that drive and restrict organizational change to explain the operations of the process of change. The driving forces are denoted on one side of the mode, and the retraining forces are represented on the other (Swanson, and Creed, 2014). The restraining forces are those things that create confrontation to change or are seen as employee behaviours that obstruct the process of change, whereas the driving forces push companies towards the new state. Lewin asserts that stability can be accomplished when the forces of driving and restraining equalize, which should occur when they are coming from opposite directions.

Driving and restraining forces of change.
For the investigation of how Unilever's business operations respond to the environment, Lewin's force field model, a key theory of change management, will be crucial. This model illustrates the ways of happening changes because of management discontent with the company's current business strategies and how change can be organized by creating and utilizing a better organization's vision and goals (Mak, and Chang, 2019). By creating plans, change may be managed and put into action. Resistance to change can also be controlled. A force field analysis of the Unilever workplace will give a general picture of the change issues that the company is currently facing and that may be effectively addressed to help accomplish business goals and objectives. 
Driving forces are those that push the system toward change, and restraining forces are those that confine the system away from change (Capatina, et al. 2017). According to Lewin’s model, the driving and restraining forces must be in a different proportion for change to take place. Either the driving forces need to be raised or the restraint forces need to be reduced. Increased efficiency, enhancement in skills of the workforce, and so on are the driving forces. In addition, optimistic, constructive, and economic elements as the driving forces that lift the changes in the organization. On the other side, lack of training, lack of rewards, and so on consider examples of restraining forces to change.
Unilever is considered a responsible business as it conducts the business with integrity and ethically, ensures employee wellbeing, frequently engages with stakeholders, is a responsible taxpayer, ensures product safety and quality and employee safety at work, as well as safeguards data and information of employees and customers (Hussain, et al. 2018). These can be considered as driving forces, which lead the organization towards successful implementation of changes. Consumers have recently received several SMS and email messages that purport to be from Unilever Brands' competition but are fraudulent. For the recipients to get their wins, the sender will ask for their banking information and ask them to put money into an account. In 2009, Unilever was damaged by Polman’s catastrophic leadership in terms of finances and reputation. Unilever has delivered an unusually high number of unpleasant surprises. There was the 7% decline in January 2022 in response to a prospective mega-deal in over-the-counter medications (Mak, and Chang, 2019). Figures provided showed an early warning about inflation. The revenue fell short of market and losses in share prices ranged. These setbacks contribute to the reason Unilever is valued at a lower level than its peer group. This negative news can be considered as restraining forces for Unilever to achieve its goals and purposes.
The organizational structure of Unilever
 Unilever broadcasted significant changes to its organizational structure. The company's presidents oversee the company’s five business units, which include Beauty and wellbeing, Home Care, Nutrition, Personal Care, and Ice-Cream (Dirisu, et al. 2013). C-level executives oversee areas like finance, supply chain, and legal. The business declared it will abandon its former matrix organizational structure and centre itself on the five business groups outlined before. Each business group of Unilever is totally in a charge of, and accountable for delivering on, its worldwide strategy for growth and profit. 
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Figure 4: 0ganizational structure of Unilever
Source: Dirisu, et al (2013).

An organization is divided up based on emphasized areas in a structure known as a functional or divisional structure. In the case of Unilever, the emphasis is on the Business groups, which encompass important brand and product sectors (Lunenburg, 2012). Provision for product development and innovation are the main benefits of a functional or even a divisional organization. Each business group at Unilever tracks independently and is the change of its expansion. Because they can more quickly identify how their work affects the large business, individuals within each business group are therefore more motivated to take ownership of their positions. The absence of assistance at the regional level is one of the drawbacks of Unilever's strategy (Dirisu, et al. 2013). The company’s organizational structure includes certain geographical components, but its primary emphasis is on its business groups and the products and brands that are included in them. Accordingly, depending on how each business group decides to run its operations, support and assistance for market-specific procedures and operations may be limited.
 Impact of organizational structure on the change management process 
A methodical strategy of dealing with the transformation or transition in an organization's objectives, procedures, or technologies is called change management. Bringing changes, managing changes, and assisting individuals in adapting to changes is the major goal of change management. The most obvious benefit of an organization with functional organizational structure is that it pledges a reliable departmental competence level by classifying individuals according to their areas of expertise (Tolbert, and Hall, 2015). While processing a radical change in the organization, Unilever has the functional organizational structure advantages with the specialization in employees' responsibilities. Operational speed is a related benefit to the advantage of organizational specialization. Automation and advanced technologies enhance operational speed in the change management process. Functional organizational structure also benefits the change management process by providing operational clarity. Workforce division functionally clarifies organizational accountability and job distribution. This helps management to distribute work to the right workers. 
Communication, negotiation, and span of control and their impact on the change management process.
Communication is essential for conducting a change program successfully and is one of the most challenging factors since it involves an interchange of thoughts and views with personalities inside an organization through a variety of media. Communication, as the most challenging problem, that a company has throughout the entire change implementation process (Doppelt, and McDonough, 2017). However, in addition to assisting the change management process, communication promotes a cooperation that fosters a deeper understanding of the goals that teams of the organization are attempting to accomplish. Additionally, it boosts collaboration and supports in creating a community, which will ensure that all employees are well known ledged and proficient of completing the work. Sharing the understanding of the project's objective among teams and members is crucial to the change management process. 
Negotiation can be interchangeably used for communication. To reach an agreement, communication with colleagues and employees is all that is required for negotiation. Every employee perceives the agreement as having fulfilled and responded to their needs (Al-Haddad, and Kotnour, 2015). They need to deal with, respond to, and negotiate both negative and positive outcomes of the change management process.
The span of control demonstrates the number of employees under a manager’s direct supervision. For example, CFO, CDCO, BGPIC, and CSCO directly report to the CEO of Unilever. Unilever has a wide span of control. In a wide span of control, supervisors can successfully supervise multiple employees at once. The higher span of management of Unilever impacts the change management process by facilitating faster decision-making, improved communication between upper level and lower-level managers, reduced cost, and so on (Bloom, et al. 2014). However, the change management process is also disadvantaged by failure in close supervision and lower chances of advancement. 
Centralized and decentralized organization
 The centralized organization defines as the top-down decision-making in the organizational structure. All appropriate and relevant choices must be approved by the upper-level management. Less experienced carry out instructions and communicating supervisors' concerns to their staff. Companies that prioritize manufacturing strategies and work to cut costs would benefit most from centralized management (Csaszar, 2012). Additionally, centralization promotes departmental cooperation while restructuring best practices and cooperating with third parties and outside providers. Small organizations are mostly following this organizational structure. 
Decentralized organizations distribute decision-making power across numerous workers or departmental teams. Decisions are accepted by people at lower levels, who afterward report to managers at the higher levels. Because it is naiver to move employees into new roles and modify their duties, evolving sectors frequently use a decentralized organizational structure. This organizational structure works best for businesses that need to react fast to regionally unique customer’s needs or changing goods and products offerings (Martínez‐León, and Martínez‐García, 2011.). Because it employs a more flexible chain of command model, a decentralized organizational structure is favourable for enabling employees to offer latest ideas and enhancing career progression chances. Unilever is a decentralized organization. The organization is focused on protecting and promoting the health and well-being of its employees. It ensures proper and frequent engagement with its stakeholders to build the business as a sustainable business.
 Conclusion
Organizations must bring changes in their organizations and cope with the changing world of work for remaining sustainable businesses in the competitive world. In the revolutionary era, automation plays a crucial role in being competitive for corporations. Automation is to enhance efficiency elevating production measurement or cutting expenses of the organization. Unilever can automate its packaging system for reducing its packaging time.
 Lewin’s model implements the driving and restraining forces to be in a different proportion for change to take place. The driving forces need to be uplifted or the restraint forces need to be brought down. The expanded efficiency strengthens the skills of the driving forces and enhances skills of the workforce however, lack of training, lack of rewards, and so on consider examples of restraining forces to change. So, it is important that workforce breaks up functionally clarifies organizational responsibility and job distribution. This assist management to administer work to the right employees.
Recommendations. 
As a leading multinational enterprise, Unilever must consider the models, such as Lewin's three-stage model and Lewin's force field model, regarding change management while bringing changes in the corporation. The organizational structure of Unilever is functional with a wide span of control as it has recently expanded its, business groups, into five groups. Being a decentralized organization, Unilever also provides a flexible workplace for its employees and chases for superior customer satisfaction. In the changing world of work, Unilever should focus on the drivers of changes in its business. A simple model, Lewin’s three stages can be followed though implementation of this model in a multinational business like- Unilever is complicated. However, the organization should identify its driving forces for ensuring the accomplishment of the purpose of changes in the organization. The organization should implement automation and advanced technologies in its business processes such as packaging, manufacturing, and so on to reduce costs and enhance operational efficiency and effectiveness. The organizational culture of Unilever needs to be improved as well. By making changes in policies, the organization can enrich diversity. Global business will certainly lead to greater diversity; thus, the corporation must capitalize on it. Unilever can also put latest information technology into practice. These technologies, for instance, can assist workers in all dimensions by providing front-line tools for market research, client relations, and internal communications. These improvements could strengthen the company’s performance-oriented organizational culture.
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