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PART 1: INDIVIDUAL BUSINESS REPORT 

EXECUTIVE SUMMARY
The report is based on the assessment of the impact of organisational value systems, attitudes, and beliefs on specific workplace behaviour. The report focuses on how the values system, attitudes and beliefs proceed to impact workplace behaviour. Alongside considering how would the factor to tailor the workplace changes for the specific post-COVID-19 mindset regarding tacking the different challenges the organisations are currently facing. The chosen organisation for the assessment of the report is Unilever PLC.
INTRODUCTION
The report will begin by introducing the different management theories that would be underpinning the assessment. Further, the report will move to apply discussed management theories to the chosen organisation. After this, the report will move to proceed with a critical evaluation of the management theories with the objective to assess different values, attitudes and beliefs that may also interpret the theory. Furthermore, the report will also provide recommendations for changes in the organisation for the post-COVID-19 mindset considering the values system, attitudes and beliefs that might provide help to the company regarding tackling the different types of challenges they currently face and creating more resiliency aspects in the future. 
Background of the chosen organisation
Unilever PLC is a Britain-based multination consumer goods organisation. Currently, headquarters of the Unilever PLC is in London England. The present CEO of the Unilever PLC is Alan Jope (Unilever, 2023). The significant subsidiaries of Unilever PLC are Unilever Indonesia and Hindustan Unilever. The founders of Unilever PLC are Samuel van den Bergh, Georg Schicht and Antonius Johannes Jurgens. 


KEY MANAGEMENT THEORIES
MCKINSEY 7S THEORY
The McKinsey 7s theory specifically refers to the tool that is responsible for analysing the organisational design and structure of the company. The major goal of the model is to proceed with depicting how efficiently it could be ideally achieved in the company via interactions of the seven major elements i.e. Staff, Style, Shared values, system, skill, strategy and structure. The major focus on the McKinsey 7S model specifically lies in the factor of the interconnectedness of the different elements that are directly categorised by the Hard Ss' and Soft Ss' by ideally implying and maintaining an efficient range of balance. Place the shared values as the specific centre also reflects the nature (crucial) of the impact of the changes in the entity of the founder values on the rest of the key elements (Awaludin and Abdillah, 2022). 
Structure: The entity of the structure is the method by which the organisation proceeds to get organised. It is a chain of accountability and command in the relationships that forms the chart of the organisation. 
Strategy The concept of the strategic focus of the business plan (well-curated) that is responsible for allowing the organisation for formulating the action plan and achieving a sustainable form of competitive advantage that is also reinforced by the values and mission of the company. 
System: The entity of the systems proceeds for entailing the technical and business infrastructure of the organisation that also establishes the aspect of the workflows and the decision-making chain. 
Skills: The concept of skills is responsible to form the different competencies and capabilities of the organisation that is responsible to enable its range of employees for achieving its key objectives.
Style: The factor of the attitude of the senior employees in the organisation proceeds for establishing a particular code of conduct via different methods of interaction and the ideal and symbolic aspect of the decision-making, that forms the specific management style of its different leaders. 
Staff: The entity of the staff is ideally involved in the aspect of talent management and all the major human resources that are related to the decision of the company, like rewards system, recruiting and training modules. 
Shared values: The values, objectives and mission that proceed to form the foundation of every company and play a significant role in contributing to aligning all primary elements with the objective to maintain the efficient design of the organisation (Fithry, Hariyanto and Utami, 2021). 
CONTINGENCY MANAGEMENT THEORY
This theory is specifically an organisational management theory that is responsible for the claim that there is no way for organising the entity of a corporation for leading the company or for making the decisions. Rather, the optimal form of a specific action course is also contingency on the external and internal situation aspects. The entity of the contingency theory of management proceeds to state that the leaders would be specifically able for exerting more specific influence if they are ideally able for having the ideal relationships with workers and employees. The contingency theory is given by Fred Fielder. This theory specifically proposes that the effectiveness of the leader proceeds to hinge on how well her or his style of leadership ideally matches the present task and context. Therefore, the contingent-specific leader efficiently gets to apply their form of leadership style to the ideal situation aspect. The factor efficient leader also understands that just because of one specific kind of approach for the individual or an ideal issue that worked very well in the past time (Gechkova and Kaleeva, 2020). It does not ideally mean that it would also be working again when the entity of the individual, task, or situation is not the same. The major key ideas that proceed for underlying the contingency theory involve: 
· Different types of organisations are required in several kinds of environments.
· The entity of the management should be ideally concerned, above all else, with the process of achieving the alignment and a good fit, between the environment as well as the organisation.
· The ideal form specifically depends on the task or kind of environment within which the company operates. 
· The companies are ideally very open to the systems that are required for careful and specific management for satisfying and balancing out the internal requirements and for also adapting to the circumstances of the environment. 
APPLICATION OF MANAGEMENT THEORIES ON UNILEVER
MCKINSEY 7S FRAMEWORK OF UNILEVER PLC
Strategy: The entity of the overall business strategy and strategic form of direction for Unilever PLC is ideally communicated and defined to all the workers and employees and the range of stakeholders. This also provides help to the company to manage the range of performance and guide out the actions, alongside devising the different range of tactics that are specifically aligned with the strategy f the business. Furthermore, the strategy of the business and the ideal communication in Unilever PLC also proceed for making a succession of the operations within the company ideally very transparent and it also aligns with the actions and responsibilities of the organisation (George, Van de Walle and Hammerschmid, 2019). 
Structure: Unilever PLC has a flatter aspect of the organisational hierarchy that is ideally supported by the progressive and learning entities of the organisation. With the aspect of lesser managerial modules and levels in between and getting more type of access for the senior leadership and management, the range of the employees and workers also feel very secure and equally confident and getting higher aspect of data and information. Furthermore, the flatter aspect of the hierarchy also proceeds to allow the rapid processes of decision-making for Unilever PLC and increases the organisational level of commitment in the workers and employees (Uslu, 2019).
Communication: The organisation Unilever PLC has an ideally intricate and developed system to ensure the aspect of communication between the workers and employees, and major levels of the management. The system of communication at Unilever PLC proceeds for enhancing the entire structure of the organisation. Organised, defined and systematic communication proceeds allowing the easy flowing of data and information and also ensuring that no specific goals and tasks of the organisation are also compromised since the factor of misunderstanding and communication (Hasna, 2022). 
System: Unilever PLC has an ideally defined entity of well-demarcated systems, particularly in place for ensuring the operations of the business that is specifically managed very efficiently and that there are no specific disputes and conflicts. The Unilever PLC systems are majorly departmental and involve the aspect of strategic leadership, public relation management, supply chain entity, sales, operations, marketing, finance, and human resource management. 
Shared values: The entity of the shared values at Unilever PLC are communicated and defined with the objective to foster a supportive and creative organisational form of structure that would also be allowing the range of employees regarding performing ideally and enhancing their aspect of organisational commitment and motivation. The entity of core values at Unilever PLC proceeds for involving Heritage, quality, trust, accountability, transparency, honesty, and creativity. 
Style: Unilever PLC specifically focuses on the participative form of leadership. Via participating form of leadership style, Unilever PLC specifically gets able for involving and engaging with their range of workers and employees in the processes of decision making and the entity of the managerial decision aspect. This also proceeds for allowing the leaders to ideally interact with the different employees for also identifying any type of conflicts for the specific resolution (Khan, 2020). 
Staff: Unilever PLC has sufficient workers and employees employed on the international level. The workers and employees for several kinds of job positions and roles are hired externally as well as internally. This majorly depends on the skill level and urgency of the job required. Based on this aspect, it is specifically seen that Unilever PLC has a range of employees and workers who are ideally skilled according to the need of the roles of jobs and key positions (Suwadji, Suryaningsum and Pamungkas, 2021). 
Skills: Unilever PLC has specifically a commendable form of the workforce, with capacities and high skills. All specific aspects of the employees are ideally recruited as per their qualifications and merit. Unilever PLC also prides itself on the hiring of the ideal professionals and makes them groomed for facilitating their development and growth (McAdam, Miller and McSorley, 2019). 
THEORY OF CONTINGENCY FOR UNILEVER
The aspect of the theory of contingency is associated with the range of foundation of strategy and leadership in the business firm aspect. One of the most efficient theories for gaining profits via major expected methods is the theory of contingency.  The leadership-specific psychology proceeds for impacting the growth of the Unilever PLC of the entity of business leaders required to get advanced via an understanding of the present situation of the business of Unilever PLC. There are majorly three types of factors that are responsible to make the theory of contingency applied in the Unilever PLC. i.e., Position power, task structure and Leadership member relation. 
All these key factors require to get amalgamation via strategy expertise and different designers. The factors, the entity of the leader-member proceeds for the relations via ongoing bondage within the Unilever PLC. It also ensures that a common link creation between the employees as well as the managers. To convey the perception of the manager regarding the new adoption of the strategies in Unilever PLC, there should be an ideal platform that is so concretised for the strategic level of interventions (Safari and Saleh, 2020). 
CRITICAL EVALUATION TO ASSESS DIFFERENT ATTITUDES, VALUES AND BELIEFS
The scope of Unilever PLC is specifically concerned as they proceed to understand that getting ideally operated within the range of managerial framework. Unilever PLC can proceed to get danger them getting closer to the stagnation and immobility risk due to their aspect of the large size organisation for responding with the nature of flexibility to the stimulus (ideal). Thus, with more than around having 165,000 employees worldwide, Unilever PLC needs to set out its creational structure of management, which is ideally applicable rapidly to the key decisions and to also counter in the region of Rotterdam and London (Melinda and Wagianto, 2021). It currently working to reorganise by the specific pick the Netherlands has over the United Kingdom for setting out its aspect of the sole headquarter during the progression of Brexit. Besides the aspect of the organisational change in the entity of human resource management and adapting the latest arrangement. Although, through the above assessment, it can be stated that Unilever PLC is currently doing well in terms of leadership. Besides it is also very important to notice this organisational specified restructure that can also lead to the numerous form of reformed organisational strategy, that are followed by major kind of changes in the management of the human resource for adapting the new arrangement; the latest announcement of Unilever PLC has also shown that currently, the company is focusing on the competition marketing talent entity that can also be described the different elements of the managerial and operational aspects. However, it is also important to focus that Unilever PLC must pay attention to involving the actualisation, esteem, and respect in the entity of employee motivation. As it will proceed to tend for loving them doing their jobs and roles and feel their soul happy at the workplace (Pandey et al., 2021). 
RECOMMENDATIONS
Focus on Supply chain and sales safety: It is recommended to Unilever PLC focus on the supply chain and sales entity regarding safety protocols for complying with the WHO standard and incorporate them with the range of ideal practices in the management of safety for the different operations. Unilever PLC should also open the work from a home facility for the employees who feel unsafe to come out. As it will improve the communication and trust among the employees and the management of Unilever PLC. 
To leverage the technology: The company must proceed to use the applications of the mobile phone to ideally ensure the safety of the employees. For instance, the pro app of the US provides help for maintaining physical distance at the workplace, the application particularly sounds a specific alarm if anyone breaches social distance, even if it is post COVID-19 era, it is required to focus on the proper social distance (Pospisil and Zayodna, 2022). 
To Improve the medical infrastructure for the workers and employees: The company proceed to ramp up the medical-specific infrastructure and the entity of the workplace for supporting the workers and employees alongside their families while ideally monitoring the situation (fast-evolving). The company currently has 60 doctors at the HUL (one of the key subsidiaries of Unilever PLC). It is 40 per cent of the increment in the number of doctors as compared to the times of pre-COVID times (Razmi, Mehrvar and Hassani, 2020). 


CONCLUSION
As per the assessment of the report, this can be concluded that currently, the company is working ideally in terms of managerial and leadership aspects. However specifically motivating the employees at regular intervals of time should be a major focus of Unilever PLC, as satisfying the employees and workers at the workplace always helps the organisation as well as the employees to grow and develop. The report will be responsible to look out for the different managerial theories, alongside putting the application of the discussed theories by linking them with them the chosen organisation Unilever PLC. The report also critically evaluated different theories for assessing the values that may proceed to be interpreted ideally. Lastly, the report had put some recommendations to improve the organisational level of changes for the post-COVID mindset aspect in terms of value systems, attitudes, and beliefs. 
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PART 2: REFLECTION
As a tool for the construction of knowledge and understanding, reflective journals are based on reflective learning and support the recognition of new insights and a greater understanding of the subject (Bassot, 2020). The reflective journal covers the learning from the nine weekly teaching and learning sessions and demonstrates the thought process and meaning making. Engaging with a reflective learning journal allowed me to understand the subject matter more deeply and analyse it. It enabled me to think about my personal experience and feelings about learning and critically engage with it. 
Week 1 
Week one of the Developing Workplace Critical Thinking module introduced the learning objectives of the module. It started by pointing out the importance and attraction of the change while also highlighting the difficulty that it takes to carry out a change. I was excited to start the new module and was pleasantly surprised by the approach to learning. The teaching and learning session focused on the change in the workplace context including the beliefs, attitudes, values, and emotions. It briefly introduced the concept of management theories and their necessity in organisational productivity and service quality. The point that I found most relevant to the present context was that a single theory of management is rarely used by managers. Organisational managers usually use a combination of management theories according to the needs of the situation to drive organisational productivity and direct the workforce (Arieli et al., 2020). The lecture described the evolution of management theories. I think the classroom discussion on organisational change was very engaging but at the movement, I found it difficult to relate management theories with organisational change.
 I found system theory and chaos theory most interesting in the lecture. System theory considers the organisation as a unified system and its different departments as parts of the system. It points towards the interdependence of the different departments of the organisation. I found that while its approach can be true for the smaller organisation when it comes to large organisations, the interdependence of the departments at an extreme level can hinder smooth operations and autonomy. My initial interest in chaos theory was due to its name and its correlation with unpredictability and fun in everyday culture. The chaos theory considers an organisation as complex and dynamic. According to chaos theory, it is difficult to forecast or plan for the long term. I feel that this theory accurately describes the changing and dynamic environment within which the organisations operate but ignoring the foretasting or planning can make the organisational planning directionless. Overall, I was excited about starting the new module and the lecture did not disappoint me.
Week 2
Week two started with a recap of the previous week. It explored the concept of belief, values, attitudes, and emotions. The week two lecture also expanded upon critical thinking and its components. As a student, I think critical thinking abilities are very essential for independent learning and decision-making. I liked the approach to the content that was taken in the lecture as it allowed me to think about my own understanding of the concept and then construct the new meaning relating it to the theoretical definition and meaning. I explored the meaning of belief, values and attitudes in the lecture and analysed my opinion about the concepts with the provided definitions. I agree that belief is an internal feeling. I think that beliefs are shaped by the social environment and the values of the person. I found it interesting that beliefs can be irrational and often people hold on to their beliefs even after knowing it is irrational. The definition of values considered values to be a personal phenomenon (Arieli et al., 2020). I was curious about the values that are not personal in nature such as cultural values or universal values. The lecture prompted me to analyse my values and ask if I value something because everyone around me values it and if so, can it be called personal? I strongly believe that attitudes are shaped by the beliefs and values of a person. I learned that critical thinking is more than logical thinking. It requires questioning the assumptions and being ready to change the thinking pattern, and beliefs because of critical thinking (van Laar et al., 2020). I can see how it is going to be an important skill for professional and personal growth.
Week 3
Through the week three lecture, I realised that employers want someone able to critically think as without critical thinking a person will not be able to communicate clearly, solve problems or analyse the situation.  The lecture made me question my critical thinking and writing abilities. I recognised that although I’m curious and open to changes, oftentimes in my learning I do not explore multiple aspects and hence form views based on a single aspect. In further work, I will try to inculcate criticality in my learning. The lecture also described the Hawthorne studies that concluded that productivity in an organisation can be influenced by social behaviour and paved the way for the human relations approach (Ayoko and Ashkanasy, 2019). I find the human relation approach quite relatable. I work better when my efforts are appreciated by my teachers and peers. From the lecture, the human relations approach seems to draw insights from the need hierarchy given by Maslow. I agree that many managers still use fear control to increase the productivity of the workers, but I think the increase in productivity is momentary and it also has a negative impact on job satisfaction and employee motivation.   
Week 4
This week’s lecture concentrated on the scientific management theory. It started with acknowledging the changes in the business environment. Technological changes and their influence on the business environment was my first thought when the topic was introduced. I find it surprising how fast technology has changed the way we communicate, operate, and interact with our environment. The lecture considered change and innovation as one of the main characteristics of the business environment. I strongly agree with it. I remembered the story of Kodak and how they quashed their idea of digital cameras fearing it will influence their present business (Moin, 2022). This story cemented my belief that business innovation is key to staying relevant. It is essential to identify the opportunities, be willing to change and take risks. The lecture also explored the concept of critical thinking and creative thinking. I realised that my understanding of creative thinking is underdeveloped. Creative thinking is more than having out-of-the-box ideas. It involves questioning the present ideas, showing flexibility influencing in new ideas and being open to change. The lecture allowed me to engage with the red model of critical thinking and stages of problem-solving. I found it interesting that unknowingly we were following the stages of problem-solving. What perked my interest was the fact that recognising a problem needs creative thinking whereas deciding needs critical thinking. 
Week 5
By this lecture, I have noticed a pattern in the lectures. Each lecture involves two broad concepts, one relating to critical thinking and one to management theories. For this lecture, we learned about De Bono’s 6 thinking hats methods and bureaucratic management. The thinking hats method allows the separation of thinking into six clear functions and roles. The method aims to clarify the thought process and make it more critical by redirecting the thoughts on different aspects. Personally, I found this approach confusing and difficult to implement. Bureaucratic management, as a topic, was something I was not very enthusiastic about maybe because of my neutral attitude towards bureaucracy but I realise its importance. The sociological connection of bureaucratic management by mentioning the theory of Max Weber as well as reflecting on the history of the bureaucracy made the topic surprisingly interesting for me. The advantages of bureaucracy were surprising but apparent in retrospect. I agree that the rigid structure of the bureaucracy can make an organisation inflexible, and it is not customer oriented and thus needs adaptations for staying relevant in a current business environment (Kanter, 2019). I intend to read more about Max Weber and his work since it has caught my attention. 
Week 6
This lecture focused on the decision-making and contingency theory of management. I was excited to know how decisions are made in large organisations as critical thinking and decision-making seemed to be as individual traits. As a person, I can take decisions according to my needs and understanding but decision-making in the organisation must be more complex as it is not made by a single person. Hence the concept of decision criteria made sense to me. Evaluation of alternatives based on the decision criteria simplifies the decision-making process. I am excited to use the evaluation of alternatives method in my personal decisions. The management theory of this week was contingency theory. I found the contingency theory very interesting because it acknowledges the role of the external environment of the firm in the organisation's structure and control system (Csaszar and Ostler, 2020). I agree with this because I am familiar with the push for employers to advertise and hire women and people from diverse races to present their public image as inclusive. The external environment towards inclusivity has promoted organisations to adapt and adopt inclusive policies. I think this management theory is most relevant to the current needs of the organisation. I will conduct independent research on this theory to enhance my understanding.

 
Week 7
This week's lecture summarised the learning about beliefs, values, critical thinking, and its components. We also revised and learned more about the system theory. The lecture described the background of the system theory briefly and clarified the meaning of the system. I think system theory can be applied to many things in the universe. Viewing oneself as a part of the system must cultivate a sense of belongingness and create harmony in the organisation. A closed type of system has no interaction with the environment (Klein et al., 2022). I think having a closed system is impossible as every organism and organisation is influenced directly or indirectly by its environment. Communication, boundaries, and goal directness are chief characteristics of the system theory.  
Week 8
Now that we have learned about organisational change and its importance, week 8 lecture was about managing innovation and change. We worked through some questions and discussed the characteristics of successful innovating companies. I feel that an organisational culture that supports innovation can be added to the list of characteristics since creative and innovative ideas cannot be successfully implemented unless the organisational culture is supportive and open to change. The availability of financial resources to fund the innovation is, of course, important for innovation (Di Novo et al., 2022). It makes sense that companies with enough resources are more open to trying to launch new products frequently, as they can take such risks. Unilever plc is one such example. The analysis of the company’s innovation potential was quite insightful. We covered every point in the innovation potential assessment in detail, which highlighted the importance of external audits and internal monitoring for quality improvement. For independent learning, I plan to take up a few more case studies and watch some documentaries on organisations that excel at innovation.
Week 9
The teaching and learning session felt like a summarisation of all the learning from the module. I had a better understanding of organisational behaviour, management, and culture, and I was able to relate the new knowledge to the learning from the module. The session covered the relationship between personal beliefs, values, and behaviour. We also studied sustainable development and future proofing. In sustainable development, we considered multiple aspects of sustainability, including economic, social, and environmental sustainability. To me, future-proofing a product or service seemed at odds with the fast fashion culture. A lot of affordable things on the market are not made to last long (Bianchi et al., 2022). On the other hand, considering the demands of the future and diversifying the portfolio seems like a reasonable approach. I think sustainable development is the need of the hour. Businesses cannot ignore their environmental impact without facing backlash from their target audiences because it is a global trend. 
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