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LONDON



“How do Unilever beliefs, attitudes, and value systems affect workplace behaviour? Also, how will tailoring workplace changes for the post-COVID mindset tackle the challenges we face now, and create more resilient businesses in the future?”
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Introduction 

[bookmark: _Toc60565896]Introduction

This report consists of Unilever’s personnel beliefs, attitudes, and value systems that
affect workplace behaviour. Furthermore, it also indicated the workplace challenges that have
been faced by Unilever for the post-Covid mindset of employees. Moreover, the business is also
providing solutions for dealing with altered employee’s values, culture, and beliefs. The report
includes background   of  Unilever   and  different   key   management theories  which indicate that Unilever has been playing a significant role in employee's health and wellbeing, growth   and   development,   and   performance   after   Covid-19.   The   critical   analysis   of   the management theories revealed that Unilever is responding in an extraordinary way to the altered values, beliefs, and attitudes of employees. Unilever employees can respond quickly to climate change. But Covid-19 has seriously damaged the motivation,  health, and wellbeing of Unilever employees, leaving employees demotivated, vulnerable, and insecure. In the aftermath of the Covid-19   pandemic,   Unilever's   business   is   increasingly   focusing   on   employee   well-being, limiting mental well-being, and keeping satisfaction and efficiency going hand in hand (Juhana and Kadir, 2020)



[bookmark: _Toc60565897]Background  of the Unilever
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Figure 1: Unilever products
Source: (releases, 2020)
Unilever is an Anglo-Dutch international consumer products business. It is headquartered in Rotterdam and London. Unilever makes life more rewarding and enjoyable for the individuals who use Unilever's goods and that mission and sense of purpose have always become part of Unilever's culture (Caldwell and Patnaik, 2018). Unilever possesses above 400 brands with a sales turnover in 2018 of £53.9 billion, and the sales of thirteen brands like Lux, Dove, Axe/Lynx, Sunsilk, Surf, Heartbrand ice creams, Rexona/Degree, Hellmann's, Lipton, Knorr, Omo, and Magnum was above £1 billion in 2018. Unilever's success depends on the premier morals of company behaviour to its employees, communities, customers, and environment. Unilever is constructed on the four pillars like responsibility, respect, integrity, and pioneering.
As the business expands into novel markets, therefore to recruit novel talented employees and face new encounters are the significant challenges for business. Undertaking corporate with truthfulness has always been the core heart of Unilever business and therefore the Unilever follow the responsible business partner policy and responsible sourcing policy. These policies are affiliated with Unilever's business principles codes that pursue to sustain 12 essential principles, casing corporate integrity, containing definite accountabilities, concerning personnel, customers, and the environment.
[bookmark: _Toc60565898]The key management theories/models/plans
1. [bookmark: _Toc60565899]Contingency theory
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Figure 2: Contingency Theory
Source: (Contingency Theory of Leadership by Fiedler, 2020)
Fred Fiedler has been offered contingency management theory (McAdam et al., 2019). The elementary proposition of the theory is that there is no one preeminent tactic to lead an organisation. Several internal (SWOT) and external (PESTEL) restraints will modify what certainly is the finest mode to lead is in a specified situation. The above figure of contingency theory also alleged there is a direct connection to the effectiveness and traits of a leader (Kulkarni, 2017). Conferring to Fiedler, certain leadership individualities aid in a definite crisis, and therefore the leadership will essential to change the novel set of circumstances.


2. [bookmark: _Toc60565900]PESTEL analysis
[image: PESTLE Analysis Definition and Template | BoyceWire]





Figure 3: PESTEL analysis
Source: (Team, 2020)
The PESTEL analysis refers to the basis of macro-environmental aspects consumed in the environmental scanning element of tactical management. It provides an outline of the diverse macro-environmental elements to be taken into contemplation (Nurmi and Niemelä, 2018).  Figure 3 also indicated that PESTEL analysis is a tactical device for considering business position, market decline, or growth and operations direction.
3. [bookmark: _Toc60565901]SWOT analysis
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Figure 4: SWOT analysis
Source:  (Khalili and Leisegang, 2020)
The SWOT analysis is to help the firms to advance a full attentiveness of all the aspects included in creating a business decision. It has been executed when the business is discovering novel creativities, revamping interior strategies, considering prospects to alter or pivoting a plan midway over its execution.
4. [bookmark: _Toc60565902]System theory
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Figure 5: System theory
Source: (Inyang, 2020) 
In the 19th century, Herbert Spencer and Émile Durkheim have been proposed system theory (Hu and Syed, 2019). The systems theory is also known as social systems theory. In figure 5, the system theory is included in analysing how society acclimatises to its environs through alterations in its structure, by significant inferences for the consideration of social order (Liu et al., 2016). In social science, it is the study of society as a multifaceted arrangement of components, comprising entities and their beliefs, as they relate to an entire country.
5. [bookmark: _Toc60565903]Scanlon plan
The first Scanlon plan was introduced by Joseph Scanlon in 1897–1956. This plan has been efficaciously used by a range of private and public organisations for several decades. Scanlon plan syndicate leadership, personnel education, and pervasive employee partaking with an incentive system related to organisation performance. It is a gain-sharing plan in which personnel share in pre-established cost savings, centered upon the effort of the worker. Scanlon alleged that much mistrust is existent between worker and management since there was a deficiency of info sharing. He alleged that specified info about the business and a chance to partake in serving solve complications, the average employee would subsidise to the company success.
6. [bookmark: _Toc60565904]De Bono’s 6 thinking hats
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Figure 6: De Bono’s 6 thinking hats
Source:  (The Six Thinking Hats, 2020)
In 1986, the six thinking hats is a role-playing model introduced by Edward de Bono (Papakitsos et al., 2017). It helps a team built problem resolving and brainstorming tactics that may be used to discover complications and resolutions. This model uncovers thoughts and choices that can otherwise be ignored through a homogeneously thoughtful group and this model turns more operative when the employee is working with a team in an organisation.
7. [bookmark: _Toc60565905]Human relations approach
[image: C:\Users\Ashfaq Sheikh\Desktop\the-hawthorne-studies.jpg]







Figure 7: Human relations approach
Source: (Human Relations and Human Resources, 2020)
Elton Mayo has been proposed the human relations management theory (Medury, 2020). This theory belief is that individuals wish to be part of a cooperative team that facilitates an individual's growth and development.  Figure 7 shows that a human relation approach is a tactic to management centered on the notion that personnel is enthused not only by monetary incentive however also through a variety of social aspects i.e. praise, a feeling of belonging, communication, and achievement (Juhana and Kadir, 2020). It holds that relationships, attitudes, and leadership styles perform a crucial role in the organisation's performance.

8. [bookmark: _Toc60565906]Max weber bureaucracy theory
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Figure 8: Max weber bureaucracy theory
Source: (M, 2020)
A German scientist Max weber (1864-1920), outlines bureaucracy as an exceedingly formalised and structured, and also as an impersonal organisation. Figure 8, also inaugurated the belief that a business should have a distinct hierarchical erection and vibrant guidelines, regulations, and authority lines that direct it (Khorasani and Almasifard, 2017). The bureaucracy theory provides the most rational and efficient tactic in which employee action may be organised and that organised processes and hierarchies are compulsory to sustain order, to maximise productivity, and to eradicate favourtism.
9. Frederick Taylor scientific management theory
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Figure 9: Frederick Taylor scientific management theory 
Source:  (Taylor's Scientific Management, 2020)
Frederick Taylor (1856–1915), proposed the scientific management theory. This theory analyses and synthesises workflows and its chief aim are to advance economic effectiveness, particularly worker productivity (Kitana, 2016). The above figure also demonstrate the scientific management theory of Frederick Taylor and Taylor perceived that the factory owners and leaders be acquainted with little about what happens in the workplace. He alleged that the structure might be enhanced, and he considered it for incentive. The theory indicated that an employee must acquire a reasonable day's salary for a reasonable day's effort (Hill and Van Buren, 2018).  If the employee might not work to the target, then the individual must not be functioning at all and the employees and management must collaborate and work together to encounter objectives. 
10. [bookmark: _Toc60565907][image: C:\Users\Ashfaq Sheikh\Desktop\5b2c057870d5de963ad129e8_Gantt chart example.png]Henry Gantt's management theory







Figure 10: Henry Gantt chart
Source: (What is a Gantt Chart? | 2020 Gantt Chart Guide, 2020)
In1910s, an American management specialist Henry Laurence Gantt (1861–1919), was formed the Gantt chart. The above chart(figure 10) has been considered as a significant scientific management device nowadays because it offers a graphic agenda for work planning and monitoring, and recording growth toward project stages (Robles, 2018). He is possibly best recognised for two vital contributions in classical management theory that are the task and bonus scheme and the Gantt chart. He desired to create an average (standard) time for a task or work. Moreover, if an employee took an additional than the average time, his/her salary was reduced (Sridhar, 2017). Nevertheless, if an employee took less time, he/she was salaried for the extra work and an incentive is up to 20% more.
11. [bookmark: _Toc60565908]Management theory of Frank and Lillian Gilbreth 
Frank and Lillian Gilbreth alleged in consistency and regulation in the workplace slightly boosting a business of numerous working portions, they appreciated efficiency beyond all else (Dahlgaard-Park et al., 2018). The couple thought that there is one finest tactic to get any task finished, and the precise procedure should, when recognised, be replicated over the manufacturing procedure, removing individual steps and constructing the most effective results. Its fundamental objective is the removal of waste, the accomplishment of valuable desired outcomes with the minimum compulsory amount of effort and time (Joullié, 2020).
[bookmark: _Toc60565909]Integration of the key theories with Unilever to discover how Unilever beliefs, attitudes, and value systems affect workplace behaviour 
1. [bookmark: _Toc60565910]Contingency theory
According to the contingency management theory, the effectiveness and traits of a leader puts a significant impact on organisations' beliefs, attitudes, and value systems that shaped workplace behaviour (Humphries-Kil, 2019). Contingency theory stated that to deal with the internal and external environment, leadership and teamwork plays an important role. That's why Unilever always focuses on teamwork and leadership and consider them as a critical part of life. Unilever business is functioning in truly international environs and its personnel is working along with colleagues of diverse disciplines and countries. 
The Covid-19 has drastically impacted the employees productivity and performance, therefore the leaders and employers have progressively prioritised the performance of employees by effective leadership and teamwork. Unilever has tried to understand the employee perception and taking into consideration covid-19 allied behavioural shifts and attitude and desired to create influential provision tool for employees morale and business continuity (Murphy and Murphy, 2018). Unilever's leaders have shared info and encounter recognised wisdom to form and advance a stimulating future of business. The Unilever leader is encouraged each employee's ideas and emboldens additional pioneering thinking at the workplace (Huagie, 2018).
2. [bookmark: _Toc60565911]PESTEL
The PESTEL analysis of Unilever is as follows.
1. [bookmark: _Toc60565912]Political factors 
The political steadiness of most countries presents a prospect for Unilever to cultivate in these marketplaces (Pieroni et al., 2019). The political steadiness of the UK aids lessen challenges in the business’s strategic executions in the country. 
2. [bookmark: _Toc60565913]Economic factors 
The increasing salaries in emerging countries display the prospect for Unilever to profits further from greater probable sales, as customers gain greater disposable incomes (Oukemeni and Muthee, 2018). Though, the similar exterior factor is a menace in terms of growing costs, seeing that the business has numerous manufacturing facilities situated in emergent regions.
3. [bookmark: _Toc60565914]Sociocultural factors 
Due to Covid-19, Unilever may nurture through goods that directly discourse customers’ growing attention to healthy products (Pettinger, 2020). Moreover, rising ecologist behaviours present a prospect for Unilever to appeal to more customers by enlightening its environmental effect. 
4. [bookmark: _Toc60565915]Technological factors 
Increasing corporate automation is a prospect for Unilever to upsurge operational efficacy. The escalating R&D (Research and Development) investments loom Unilever as it also upsurges the competitive benefit of further businesses in the customer goods industry (Leleux and van der Kaaij,  2019).
5. [bookmark: _Toc60565916]Environmental factors 
The rising concern in business conservationism is a Unilever prospect to advance its environmental plans to appeal to customers concerned about the atmosphere. In relative, Unilever may improve its employee's sustainability plans to reinforce its effectiveness contrary to other businesses in the customer goods industry. 
6. [bookmark: _Toc60565917]Legal factors 
Unilever has a prospect to augment its business image by corresponding the organisation’s CSR (Corporate Social Responsibility) tactic with ecological regulations (Hung, 2020). 
3. [bookmark: _Toc60565918]The SWOT analysis of Unilever value, attitudes, and beliefs
1. Strengths
Unilever has strong leadership and team working skills and encourage open communication and empowers its employees to participate in decision making. The firm believes in the work-life balance of employees and motivates their employees through monetary and non-monetary rewards. Moreover, the business invests a huge amount in R&D for making environmentally friendly and healthy products.
2. [bookmark: _Toc60565919]Weakness
The Covid-19 has placed a major impact on the employee and organisation performance and wellbeing. Most of the employees left the job due to increased cases of Corona diseases. Furthermore, the employees of Unilever has been felt job insecurity because the firm has been started downsizing employees.
3. [bookmark: _Toc60565920]Opportunities
Unilever can avail the Covid-19 opportunity by making more environment and healthy sustainable products and invested a huge amount of R&D (Prado Peres, 2020). Furthermore, Unilever has been starting to work on employee’s mental health and providing them the safe working equipment to deal with the crises.
4. [bookmark: _Toc60565921]Threats 
Threats may comprise a reduction in business sales and proceeds due to corona and novel technology from rivals. Any exterior hazard that disturbs the firm can threaten a worker's career (Widyastuti et al., 2019). An amplified workload may also be a probable threat, which may unavoidably influence a worker's performance.
4. [bookmark: _Toc60565922]System theory
System theory stated that how society adapts Unilever environments through changes in its business structure. The Unilever business goal is to sustenance the United Nations international objectives and sustainable progress. Therefore the business employees are involved in the development of sustainable products. The R&D department of Unilever is too dynamic for dealing with climate alteration, inequality, pollution, and other societal disasters.
5. [bookmark: _Toc60565923]Scanlon Plan
Unilever recognised their personnel as a leading brand ambassador. Therefore the business uses the Scanlon plan as the business desired to authorise the whole worldwide personnel to share content concerning Unilever. The firm uses the LinkedIn Elevate that authorises Unilever personnel to safely and easily share eminence content with their linkages. Unilever Scanlon Plan integrated with employee education as the firm desired to formed effective leaders that can participate in the reward system and enhance organisational performance. The pandemic has been played an important role in decreasing employees and organisational performance.
Unilever uses reward and performance management strategies at the workplace to preserve and stimulate their personnel for the long term (Crilly et al., 2017). Both extrinsic and intrinsic recompenses are offered to personnel to create them devoted and to utilise their expertise to more improve Unilever's performance. 
6. [bookmark: _Toc60565924]De Bono’s 6 thinking hats
Unilever has been adopted de Bono's 6 thinking hats for dealing with the cultural change at the workplace. Unilever management plays a vital part in employee decision making and problem-solving skills for overcoming the present cultural, environmental, natural, and societal crises. For this drive, the business has offered their employees different management and problem-solving skills courses therefore the business can operate in a lemonade stand. All employees of Unilever are obligated to have an eye on the bottom line problems since attaining culture alteration is challenging, and several businesses eventually are unsuccessful in this mission. 
7. [bookmark: _Toc60565925]Human relations approach of management
Elton Mayo's theory belief is that entities aspiration to become a part of the supportive team that enables a person's development and growth (Jurietti et al., 2017). Unilever's belief and notion considered its personnel as an important asset. The Unilever strategic and supportive employees' growth and development assist the business to relish the rank of a favourite consumer brand world widely. It is possible only due to the effective strategic and leadership moves of Unilever frontrunners. 
Furthermore, these strategic moves make each worker sense that they are an innovative and significant asset for any triumph in the corporate (Steffen, 2018). The hierarchical arrangement of Unilever permits the free movement of info and prominence of each business employee. Whereas, open communication permits the business to fascinate professionals and talented personnel all over the world.
8. [bookmark: _Toc60565926]Max weber theory
According to the bureaucracy theory, the employee activities in Unilever are organised with a code of conduct and hierarchies for gaining maximise output and removing favourtism (Vaduva et al., 2016). The business is committed to operational environs that encourage equal opportunity and diversity of employees. Unilever is committed to providing healthy and safe working environments for employees during Covid-19. Furthermore, the business is offering a total salary package to employees that encounter or exceed the legal slightest principles. Unilever is maintaining virtuous communications with personnel by firm based info and consultation processes (Leleux and van der Kaaij, 2019). The workplace behaviour of Unilever ensures fair, confidential, and transparent measures for personnel.
9. [bookmark: _Toc60565927]Fredrick Taylor Scientific management
Fredrick Taylor's scientific management theory designated that a worker must obtain a judicious day's remuneration for a judicious day's effort and the personnel and management should cooperate and effort together to meet Unilever's objective (Humphries-Kil, 2019). Unilever is functioning with personnel to progress and augment every employee's skills and competencies. Unilever is providing a fair salary package and other incentives to employees. Unilever believes in the work-life balance of employees therefore the business discourages overtime. Unilever focused on getting the desired business results with minimum effort and time therefore, the firm is conducting a training session for employees. Covid-19 has enforced the Unilever to alter its culture and to develop further safety-sensitive and minimise decision-making blunders that direct to unsafe behaviours.
10. [bookmark: _Toc60565928]Henry Gantt theory of management
Unilever has been implemented the Gannt chart in its business task and projects. As the chart is considered a noteworthy scientific management maneuver currently since it provides a graphic agenda to Unilever for work scheduling and detecting (Onifade et al., 2018). After post-Covid-19, Unilever has recorded task growth and employee performance through different project stages. Furthermore, through task evaluation, Unilever is providing rewards and training to their employees according to their performance (O'Brien, 2019).
11. [bookmark: _Toc60565929]Frank and Lillian Gilbreth management theory
Frank and Lillian Gilbreth's theory has been focused to get the desired outcome with the lowest effort and time and reduce wastage. The Unilever products development is constructed on modern medical and scientific advice and the products are designed to guard consumers, their families, and the community’s safety (Melton et al., 2017). Unilever's leadership has been considered as accountable for purpose-led business. Unilever is offering persistent provision to local and global authorities through providing hygiene goods to provision the fight counter to coronavirus. These variations to the Unilever working structure have placed an immense influence on employees' and customers' lives (Thokosani, 2017). 

[bookmark: _Toc60565930]A critical evaluation of the theories to assess how personnel with different beliefs, attitudes, and values might interpret the theory differently
The Covid-19 pandemic has changed Unilever and the personnel perception regarding beliefs, attitudes, and values. According to the contingency theory, to deal with the interior and exterior atmosphere, teamwork and directing leadership plays an important role in acquiring organisation outcome (Vance et al., 2020). However the altered Unilever employee's values, beliefs, and attitudes have focused on employees' mental wellbeing and self-actualisation by a sustaining work surrounding, and sympathetic employee-employer affiliation, that maximised efficiency and productivity of the organisation. Now the Unilever truthfully has faith in the ethical behaviour of their personnel and defensible environmental practices and the business focused on more assurance of diversity (Sanders et al., 2020).
 	As per system theory, the business employees of Unilever can quickly respond to climate alteration. But the Covid-19 has been damage the Unilever employee’s motivation, productivity, performance and wellbeing, thus employees find themselves demotivated, insecure, and unsafe. Therefore, after post-Covid-19, Unilever will employ positive professionals that empower the person to discover more significance in their job (Kennedy, 2020). De Bono’s 6 thinking hats model stated the Unilever employees can tackle certain problems with effective decision making. Although the coronavirus catastrophe has upset lots of employee’s feeling of security. Furthermore, the pandemic also assisted the personnel to comprehend which features of their lives (both professionally and personally), they have considered for granted. 
According to max weber's theory, the Unilever administration shows a vivacious part in worker decision making and problem-solving expertise for overpowering the present societal crises. Therefore, employees put extra effort time and into reaching organisational goals. Now, employees have recognised that they were permanently in a specific task and therefore, the employees rearranged their priorities during a pandemic and realising that they desire to dedicate further time to assured things such as friends, family, and hobbies (Guan et al., 2020). Therefore, the altered values, beliefs, and attitudes of employees will request additional balance and flexibility in their professional lives in the following age of work.
According to the Human relation theory, most of the Unilever employees become mindful of their mental wellbeing throughout this pandemic and have begun to recognise what bad conducts they have shaped in the past. Numerous personnel are passionate about this changed and desired this mental health continues (Maamari and Saheb, 2018). It might greatly impact the employee career decisions of moving forward, possibly making employee prospective to pursue his/her roles with sympathetic employers who vigorously embolden their employees to sustain healthy work-life stability and put a robust prominence on wellbeing.  
After post corona, numerous employees at the workplace have look for employers who may offer them autonomy and independence. Because this autonomy can help the employees to commit to lifetime learning, although can certify incessant growth of employees (Wu et al., 2017). Moreover, the employee's continuous development has been considered as the heart of Unilever's business culture. The Scanlon Plan identified that the Unilever preserve and inspire their employees for the long term success through the incentive and performance management tactic at the workplace. But now numerous personnel have embraced a progress mindset and realise the post-Covid-19 alterations in the workplace as an advanced prospect to develop and learn (Hejjas et al., 2019).
 	Therefore, the employees would be fascinated by employers/leaders that assurance to support them in capturing these features of their careers. After the pandemic, the Unilever personnel having advanced nearer relations with their coworkers through virtual resources than the employees never relished pre-crisis. The employees of Unilever also showed an intensification in compassion and empathy (He et al., 2019). It leads that the employees are demanding larger civilisation and human interaction from their leaders through online communiqué platforms and further distanced resources. Therefore, the leaders in the subsequent age of work are expected to be fascinated by leaders who comprehend and recognise their personnel behaviour and taking steps to insert more ‘human’ into the firms they direct (Nikpour, 2017).
The Fredrick scientific management theory indicated that the employees give more worth to fair salary as per fair working hours. But the post-Covid-19 mindset has offered the prospect to the employees to grasp a feeling of control over their work lives (Aguinis et al., 2020). Therefore, the businesses will require to alter their employee's tactic to redirect these deep-seated modifications in attitudes and perceptions, if the employers truly want to appeal to and retain the talented personnel, they requisite to make sure their organisations prosper in the subsequent age of work.
The efforts of the epidemic have also offered the firms spanking or heightened appreciation for vital employees and other individuals who deliver contribution and worth to society (Ratten, 2020). The employers are reconsidering their career tracks completely, possibly embracing entirely diverse lines of work that create them sense like how they can generate a larger difference to their local communal, the environs, and the wider world.
[bookmark: _Toc60565931]Recommendation on Unilever business alterations for the post-Covid mindset in relation to attitudes, values, and belief systems that can support Unilever to grab the encounters the firm is facing nowadays and construct more resiliency for the business in the future.
After the Covid-19 pandemic, Unilever's business has progressively prioritised worker wellness, containing mental well-being, performance, productivity, and considering that contentment and efficiency go hand in hand (Hite and McDonald, 2020). Numerous employers are instigating workplace valuations to recognise wherever physical alterations may aid alleviate germs. Unilever has inspected the difficulties holistically from the worker viewpoint and taken into consideration Covid-19 connected behaviour and attitude changes. The Unilever business will only succeed if it will create an influential sustenance tool for employee public health, morale, and corporate continuity (Buheji and Buheji, 2020). There are five employee attitude and behaviour changes that would put a substantial effect on the business workplace besides commendations for encountering these challenges.
1. [bookmark: _Toc60565932]Employees will have a newly heightened awareness of surfaces, space, and each other [image: Reshape the Workplace]








Figure 11: Safe and digitalised working environment
Source: (Covid response, 2020)
One study originates that 3 out of 10 employees currently try to evade touching public surfaces like elevator buttons or doorknobs (Tan et al., 2020). Unilever in the UK have developed the one-way movement for employees and lessening crowding, however, to be efficacious, Unilever contains plenteously of adjacent, conspicuously marked step-aside spaces to permit employees to pass with ample distance. Unilever is using signage and graphics in a vibrant and unequivocal manner, which is preferably reinforced by a robust communication tactic that creates office strategies clear to personnel (Volk et al., 2020). IWMS methods used by Unilever that effortlessly be unified with employees' mobile phones to permit them to do other normal tasks devoid of touching a solitary public surface. 
2. [bookmark: _Toc60565933]Employee’s protection must be an additional cognisant and relentless concern
[image: Reshape the Workplace separation]








Figure 12: Relaxing workplace region for employees
Source: (articles and Creating moments of comfort, 2020)
When the probable disclosure to Covid-19 has been generated, a novel awareness about public and personal safety is increased. The Unilever business is expected to employees to coming back to workplaces with an intense consciousness about personal security (Yawson, 2020). The Unilever workplace design offers supportive structures to strengthen a feeling of safety and authorise personnel to create virtuous decisions for their personal necessities. The Uk Unilever requisited to embrace remarkably vibrant and consistent communiqué etiquettes in this time. Furthermore, Unilever should integrate more individual controls into workplaces for illumination, temperature, and seating that may enhance well-being and a personal agency sense in the workspace (Vasiri et al., 2020).
3. [bookmark: _Toc60565934]Unilever must increase the mental health and well-being of employees
[image: library and pool table]







Figure 13: Physical and mental activities for increasing employee wellbeing
Source: (workplace, 2020)
Psychology specialists are emphasising a variety of mental health reactions triggered through the Covid-19 crisis and the employees are feeling severe depression in this alarming crisis. Therefore, the UK Unilever leaders must capitalise on wellness-associated design tactics that can support increasing worker morale in an abnormally frustrating time (Dirani et al., 2020). The business dedicates work-free areas in usual working zones where personnel have relaxed access. Furthermore, the business must adopt both meditative and active exercise activities for increasing employee’s mental health.




4. [bookmark: _Toc60565935]The social distance must prove the desired future for Unilever and create a more resilient business in future
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Figure 14: Video and Zoom conferencing 
Source: (articles, 2020)
Covid-19 has recognised the resiliency of human association and community regardless of physical distance (Beck et al., 2020). Furthermore, social distancing is an action projected to avert the spread of an infectious illness by preserving a physical distance amid individuals and decreasing the amount of times individuals arisen into near interaction with each other. That is the reason the government announced the policy to exercise social distancing, halt at minimum 6 feet from other individuals at the workplace, wearing masks, and regularly wash hands with water and soap after every 20 seconds. The UK Unilever is following the social distancing in their office and promoting video and zoom conferencing among their employees. 
 Unilever is offering a centralised space that encourages the business’s common drive or permits employees to contribute and share team. It may embolden personnel to uphold a feeling of community even if they are not altogether at once. Video and zoom conferencing have been beneficial for UK Unilever for keeping the relations alive through teams of associates functioning from home (Bick et al., 2020). 
5. [bookmark: _Toc60565936]Employees demand more flexibility in their jobs after post Covid-19 
The flexible working provisions permit personnel to upkeep for their families and children. Unilever businesses have a variety of choices for assimilating flexibility for the assistance of their personnel (Shahsad et al., 2020). Unilever has planned the space that supports personnel working from home and offers convenience for workers, however also possibly decrease the occupancy cost for companies.  
6. [bookmark: _Toc60565937]Conclusion 
 Unilever owns more than 400 brands with a turnover of £ 53.9 billion in 2018, as well as sales of thirteen brands such as Lux, Dove, Ax / Lynx, Sunsilk, Surf, Heartbrand ice cream, Rexona / Degree,   and Magnum surpassed £ 1 billion in 2018. Unilever's success depends on the company's core principles of behavior towards its employees, communities, customers, and the environment. Unilever is built on the four pillars, responsibility, respect, honesty, and innovation.  Systems theory is included in the analysis of how society adapts to the environment through changes in its structure, through important implications for considering the social order. Covid-19 has dramatically impacted employee’s motivation and productivity, which is why executives and employers are gradually prioritizing employees’ well-being through effective leadership and teamwork. Unilever tried to understand employees’ perception and take into account the behavioral shifts and attitudes associated with COVID-19 and wanted to create an influential tool for employees’ morale and business continuity. According to bureaucratic theory, Unilever employees are organized according to a code of conduct and hierarchy to maximize their value and eliminate favoritism. 
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Q.1 What are the central themes surrounding the
program and why are they important?

. JIT

* Achieving high volume production using minimal inventories

* Continuous improvement of productivity

* Elimination of all waste in production effort

They try to achieve this by using the just-in-time method, where all the tools
are used where and when they are needed. The other method is to involve all
employees in the processes and development. Everyone is free to come
up with ideas and participate in the implementation. Always focus on the
specific task and / or problem when needed.
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Exercise 1
Read the abstract of the 2 programs provided on Moodle — and
create a group of students.

We are group of " RULE of 6

Q 2. Romulo Santillan 1906875

Q 3. Notbert Nemes 1909124
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* The main advantages of JIT are that it can
improve production efficiency and
competitiveness.

Q.2 What
are the

Tt does this by:

preventing over-production

minimising waiting times and transport costs

advantages * saving resousces by streamlining your production

systems

of the * reducing the capital you have tied up in stock

?
DECSEIITT * decreasing product detects

JIT — Just * Source:

in Time * (Accessed 25 October 2020)

dispensing with the need for inventory operations
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Scanlon plan

The company uses the ideas and suggestions of the employees to increase

productivity, which the company rewards with continuous employment and salary

increases if the implementation is successful.

‘Why important
If employees are allowed to participate in the decision-making process of the
organization where the goal is common, then the employee and the employer can work
together in a coordinated manner. This stabilizes the relationship between the two
patties.
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Why important

The importance of the just-in-time method appears in several areas.

* They want a balanced system. There is no need to accumulate stocks, which would

cost extra material, money and space.

They want reduce the waste minimum or zero. It is also important from an economic
and environmental point of view.

Involving employees in processes and developments is also time-efficient and
strengthens belonging to the organization. Because they are involved in workflows,
they sense in time if there is a problem or need to change. Also saving time and
‘material loss with this.
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Q.3 What are the disadvantages of the
Scanlon program?

It is a very complicated program * Highly skilled and experienced
individual workers are not
motivated by the program.

Implement the Scanlon plan in a

business is a long process.
* The program is leader dependent.

The Scanlon plan requires a lot of
information sharing within a The program does not
company. operate well with organizations that

value privacy.
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Q.3 What are the disadvantages of the JIT
program?

JIT production is focuses on low level of storage, therefore no place to
depot products. High tisk of running out of stock.

JIT effectiveness is highly supplier dependent. Any minor failure from the
supply chain which involves in the process, can completely cripple the
operation of a company.

The Just in time production requires a careful and advanced planning.

Lack of control over time frame.
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Advantages

—ARD—

« Itinspires the management and the worker to
be sincere, devoted and loyal to the firm.

« It helps in supplementing the remuneration of
workers and enables them to lead a rich life.

« ltis likely to induce motivation in the workers
and other staff for quicker and better work.

+ Workers do not require close supervision as
they are self-motivated to put in extra labor for
the prosperity of the firm.

« It attracts talented people to join the ranks of a
firm with a view to share the profits.

* MadanP. (2014)Tean Based
AL

Romulo Santillan 1906875 Group Leader
Q.2 What are the advantages
of the program?
Scanlon Plan:

(Madan, 2014)

Compensation Available
google.com/url?sa=ideurl=http
%03 A%2F%2Fwwwslideshare.net%2Fprashan
samadan%2Fgroup-incentive-
2fahOBEsVdupodBR337
91503250008 souzce=image
4 &eved=0CAIQiRxqFwoTCICGysPrz-
WCFQAAAAAJAAAAABAC (Accessed25
October 2020).
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Q.4 Identify the assumptions, facts, concepts,
beliefs,...used in your reasoning
.
In fact, if you have a hobby business or side hustle, you most likely already use just-in-time. You are not going to
make hundreds of your product in advance, because you don’t know for sure about demand.
s
L Just-in-time sounds great for the manufacturer.
It requires minimal up-front expenditure, low inventory levels, and quick moving inventory. All while keeping up
with customer demand.
w0
Using a just-in-time inventory system greatly reduces this risk.
Employees tend to remain with one company throughout the course of their career span. This allows the
opportunity for them to hone their skills and abilities at a constant rate while offering numerous benefits to the
e company;
These benefits manifest themselves in employee loyalty, low turnover costs and fulfilment of company goals.
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Q.4 Identify the assumptions, facts, concepts, beliefs,...used in

your reasoning

JIT, its main concepts and principles, and how it has been successfully used with other techniques and methodologies
to provide effective solutions for waste and lack of productivity problems.

i
= Supply Chain, Production System, Manufacturing System, Customer Satisfaction, Supply Chain Management
JIT strives to produce the right products at the right time in the right quantities. he core beliefs of JIT are the
. elimination of waste, the ability of the employees to see the “big picture,” simple solutions, continuous improvement,
visibility and flexibility
The Just-in-Time inventory system is the philosophy of manufacturing to exactly fill demand. You make goods
° when orders come in, not before.
"
Ll === Yous employees need to understand why you ace moving to just-in-time inventory. They shouldn't see it as more
hoops to jump through. In fact, just-in-time should make your employees’ jobs easier and more enjoyable.
@
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