Pandemics are among the greatest potentially negative global risks, especially in today's highly globalized world. They can cause high morbidity and mortality as well as negative socio-economic effects. The world is currently struggling with Coronavirus disease (COVID-19) is an infectious disease caused by the SARS-CoV-2 virus which, unfortunately, has already reached pandemic status (WHO, 2020). Further restrictions introduced by the state authorities meant closing us in our homes, reducing contacts social, relocating a large part of the activity professional and private internet, freezing many previous activities. These changes have affected every area of ​​our life. The global coronavirus pandemic has forever changed our experiences - as customers, employees, citizens, people - and our attitudes and behaviors are changing as a result. ‘The SARS-CoV-2 pandemic has held the world in thrall since spring 2020. Drastic changes to our everyday lives are supposed to slow its spread, and the coronavirus could have a lasting impact on some areas of our society. We look at developments so far’ (Schönhöfer, 2020).								The purpose of elaboration is to consider the impact of Covid-19 and its associated consequences on the organization – Lockdown, is a term that refers to measures being placed on the whole of society to restrict movement and services to their essentials, of which mass quarantining is a part. (WHO, 2020). Let's start by explaining what an organization is and explaining the meaning of the concepts that will be considered in this essey. Organization - a group of people who work together in an organized way for a shared purpose. Culture in Organization - 'the collection of traditions, values, policies, beliefs and attitudes that constitute a pervasive context for everything we do and think in an organization' (Marshall, 1988). Collaboration is a working practice whereby individuals work together for a common purpose to achieve business benefit. (Martinez-Moyano, 2006).  'The structure of an organization can be defined simply as the sum total of the ways in which it divides its labor into distinct tasks and then achieves coordination among them' (Mintzberg, 1979).
The early management theorists argued that centralization in an organization depends on the situation. Their goal was the optimal and effective use of employees. Traditional companies are built in the shape of a pyramid, with authority and formal authority centered on the top. This structure was dominated by historically centralized decisions, but today's organizations are more complex and react to dynamic changes in the environment. As a result, many managers feel that those closest to the problem should decide, no matter what level in the hierarchy. Managers today choose the degree of centralization and decentralization that allows them to best implement their decisions and achieve the goals of the organization (Jerald Hage, 1967). If management displays the features of absolute power, the employee is only treated as a robot to get the job done, report back and that's it, most people will start to lose their self-esteem, I will feel like in a cage. Structure in an organization, where an employee feels that he belongs to this company, because his opinion is important, because he is asked to issue an opinion, feels appreciated and identifies himself more with the company. In times of crisis, such an employee will think about a solution for the company to help them go through these worse times, and the suppressed one will think that it is nice that he gets money for doing nothing, does not have to obey orders and is at home with his family and it suits him best. You need to trust your team, give them clear guidelines and let them act (Breuer, 2017). A very good example of the organization's reaction to the introduction of restrictions are two hotels - one is global and the other is local. The management structures of hotels are opposite, with the owner having a vote and the management in the other. 									Rosewood Hotel in London that gives external workers the chance to escape from daily routine blockages by booking a workplace. Hotel rooms feature an already configured workstation and butler service for work-related tasks such as scanning and printing, and even tutoring and babysitting services. Early check-in and late check-out are also guaranteed, so staff can make the most of their time. Another company in the industry is The Priory Hotel in Caerleon, which was shut down during the lockdowns. More than once, when such an important decision is to be made by only one person, under the pressure of success or not, he prefers to calmly wait out the period of uncertainty rather than look for innovative solutions. 
Many companies already know that the business effects will be felt for a long time to come. Organizations focus on caring for employees while quickly managing the transition to new work patterns (Bersin, 2014). At this critical juncture, leaders must go through the changes to gain and maintain their people's trust. This trust depends on leaders who show concern for individuals, as well as for the wider workforce and community. This means sharing a clear plan and showing clearly how decisions are made. This requires leadership teams that can act proactively rather than react by anticipating the changing needs of their people. This is especially true in charitable organizations where leadership needs to reassure markets as well as citizens, businesses, government workers and social stakeholders. As the pandemic eases and the recovery starts, leaders can also assess how their culture responded. People behave differently in a crisis. Sometimes this is positive, like when a group has a steely determination and a “can do” attitude (Thomas, 2021). In large companies, culture is usually an area shaped by organizational leaders who want to motivate employees. In small enterprises, culture and community of values ​​are usually cheap substitutes for formalization and bureaucracy. In local and global enterprises the mutual dependence between the roles of national and organizational culture is changing. a culture with a built-in ability to respond to changes, an internal system capable of adaptation, can switch to self-steering. Employees scattered all over the world immediately start communicating information to the headquarters about changes in their environment, come out with local initiatives where necessary, relying all the time on clear, shared and adopted values. Almost immediately, these companies are able to assess the situation, coordinate their activities in the world and implement actions in response to emerging and unexpected challenges. At the same time, many large corporations with a traditional culture that are unprepared for the crisis will not be able to judge the situation. They act chaotically or do not react at all, and as a result will suffer great losses. 	Changing the culture of an organization is something difficult to do, but not impossible. The first priority is to focus on the leaders. They have the strongest influence on the behavior of employees, they strengthen, motivate, inspire, support or, on the contrary - discourage, demotivate, limit the possibilities and commitment of people (Stubbs, 2021). When I speak of leaders, I don't mean only those who formally hold leadership positions. The leaders are also people who have a strong influence on the organization, although they do not hold official high positions. They can be people whose role is particularly important at a given time, people with informal authority or high competences. Their way of operating in difficult times will have a fundamental impact on the organization. Culture is something that develops or stops an organization from innovation.
Many companies have switched to remote work, some companies have only provided the necessary equipment to their employees, and others have also taken care of employee development. Introduction of online training, psychological care, little things, but it shows that managers care about employees. 								We all know how important our physical activity is, all gyms were closed during the lockdown. Some were simply closed, while others were organizing online classes, encouraging physical activity at home, giving advice and organizing outdoor activities with less restrictions (to follow government guidelines).							An organization's response to a crisis largely depends on the organizational culture - this is most evident in the service sector. When some companies close during the restrictions, others see an opportunity for development at the same time. The global pandemic has exposed the weaknesses of many companies, making many traditionally cherished assets lose importance overnight. For most organizations, technology has proved to be the common denominator of crisis resilience (Dhawan, 2020). It has also accelerated significant cultural change, as can be seen clearly in the example of people working from home and connecting with co-workers via videoconferencing platforms and collaborative tools – ZOOM and Microsoft Teams. I think, we are extremely lucky that the pandemic broke out in the age of the Internet. 
Co-operation in a general sense, it means cooperation with someone, jointly working with someone, helping someone with a specific activity, contributing to something (Lindenfors, 2017). Undertaking cooperation induced by the crisis shows that the threat may become an opportunity for development and positively affect the research and development activity and pro-innovation activities of enterprises (Bar Am, 2020). The state of the epidemic clearly demonstrates that the concept of open innovation is still valid and that it works in practice - the knowledge and skills of business partners are crucial and the partnership effectively supports the innovation of enterprises. Cooperating companies can use this fact not only for their own particular goals, but also dedicate it to important social goals. Thus, the pandemic and the behavior of enterprises in relation to cooperation indicate the usefulness and topicality of the concept of creating shared value promoted by M.E. Porter (Porter, 2011). 
· Co-op is partnering with Amazon and extending grocery deliveries as it seeks customers. The alliance allows Amazon Prime customers to do their full Co-op grocery shop on Amazon.co.uk with same-day delivery.
· Currys PC World start cooperate convey its products via Uber drivers as it looks to expand its home delivery services.
· Deliveroo – the on-demand food business that has expanded from delivering takeaways to delivering online groceries and related items for businesses from Aldi and the Co-op to Lloyds Pharmacy. 
The coronavirus changed the hierarchy of employees' needs - I have no doubts. In front of us, a transformation is taking place in many dimensions of our lives, including professional ones. It does not change the fact that the organizational culture remains key in designing employee experiences and shaping what kind of employer you are for current and future employees. organizational culture is not an abstract creation created in the minds of the management board, managers or HR, but something that manifests itself in the everyday behavior of employees, their relations not only with clients but also with themselves, in their attitudes and preferences ... Principles that employees and management assimilate and implement, which affects the quality and efficiency of work. The role of management and management structures is critical to the success of marketing's role as a revenue driver versus cost center. The creation of governance structures at different layers of the organization connects the people, processes and technology of the organization in a strategic manner to prioritize, assign and implement key initiatives. Ensuring the cooperation of the induced pandemic, it may be possible to develop solutions that make the company resistant to turbulence caused by the epidemic. In the conditions of epidemic threats, areas were sought for action, so that it could be easier than when it was not.



References
Bar Am, J. &. F. L. &. J. F. &. R. E., 2020. www.mckinsey.com. [Online].
Bersin, J., 2014. Why companies fail to engage today’s workforce: The overwhelmed. Forbes, 15 March.
Breuer, C., 2017. Human Relations virtual sTrust in teams: A taxonomy of perceived trustworthiness factors and risk-taking behaviors in face-to-face and virtual teams. SAGE Journal, p. 3.
Dhawan, S., 2020. Online Learning: A Panacea in the Time of COVID-19 Crisis, s.l.: SAGE.
Jerald Hage, &. M. A., 1967. Relationship of Centralization to Other Structural Properties. In: Administrative Science Quarterly. s.l.:SAGE, pp. 72-92.
Lindenfors, P., 2017. For Whose Benefit? The Biological and Cultural Evolution of Human Cooperation.. s.l.:Springer.
Marshall, J. &. M. A., 1988. Reflection in action: exploring organizational culture. In: P. Reason, ed. Human Inquiry in Action: Developments in New Paradigm Research. London: Sage Publications, pp. 199-200.
Martinez-Moyano, I. J., 2006. Exploring the Dynamics of Collaboration in Interorganizational Settings. In: Schuman, ed. Creating a Culture of Collaboration. San Francisco: s.n., p. 69.
Mintzberg, H., 1979. The Structuring of Organizations. s.l.:Pearson Education (US).
Porter, M. E. &. K. M. R., 2011. Creating Shared Value. Harvard Business Review, pp. 62-77.
Schönhöfer, P., 2020. HOW THE CORONAVIRUS IS CHANGING OUR LIVES. [Online]..
Stubbs, V., 2021. Managing conduct risk during a pandemic. Journal of Financial Compliance, March.
Thomas, J., 2021. How the pandemic can change workplace culture for the better. 
WHO, 2020. COVID-19 STRATEGY UPDATE, Geneva: s.n.
WHO, 2020. www.who.int. [Online].
