How structure, culture and cooperation with stakeholders
has informed the way in which organisations dealt with the
Covid-19 pandemic and its impact on organisational performance.

Coronaviruses are a large family of viruses that cause respiratory infections. These can range from the common cold to more serious diseases.

COVID-19 is caused by a new form of coronavirus known as SARS-CoV-2 (severe acute respiratory syndrome coronavirus 2). It was first reported in December 2019 in Wuhan Chaina. (GOV.UK, 2020)
The outbreak of the COVID-19 pandemic has resulted in restrictions on the movement of people and goods across international borders and even national regional territories (lockdown). People and goods are the driving force behind all businesses, and disruptions to these flows, even in the short term, can have a rapid and significant impact on the immediate health of a company.
The global health and economic crisis associated with the COVID-19 pandemic is having a severe impact on business, leading to supply chain disruptions, cash flow problems and a general sharp reduction in activity.
Global stock markets fell on February 24, 2020, due to the significant increase in COVID-19 cases outside of mainland China. (McLean, Rob; He, Laura; Tappe, Anneken, 2020).
The current crisis offers employers a chance to reset and rethink the way they operate in the long term. Not only is the traditional nine-to-five office structure being questioned, but also the way we work together, the types of relationships we want with our managers and the shift to a more trusting approach to people.
But it also presents a significant opportunity for academics to explore how such a large-scale transformation in society is disrupting organisational cultures and how those cultures might adapt. 
“Organisational cultures are the signs and symbols, shared practices and basic assumptions of organisations” (Meyerson and Martin, 1987)
Another very important aspect during pandemic time is organizational structure. Organizational structure is a method of workflow through an organization. It allows groups to collaborate within their respective functions to manage tasks. Traditional organizational structures tend to be more formalized - employees are grouped by function (such as finance or operations), region, or product line. Less traditional structures are more loosely woven and flexible, with the ability to respond quickly to changing business environments. (SHRM, 2017)
Organizational structures are changing rapidly today - from virtual organizations to other flexible structures.
Another noticeable way that firms have changed their business models is through collaborations. The basic aim of collaboration is to pursue goals collaboratively that otherwise would be difficult to pursue. (C.A. DiBenedetto, A. Lindgreen, M. Storgaard, A.H. Clarke)


How does organisational structure affect company culture? 
Every organisation has a different structure and culture depending on its size, nature and scale of operation etc.
Organisational structure refers to the norms, rules, policies created by a company to achieve its goals. Organisational culture includes the values, behaviours and attitudes of employees. Both are equally important to the success of an organisation. (Kenton W, 2021).
It all depends on how big the company is. Obviously, you will have a different structure if you are in a large multinational business than if you are in a three-person entrepreneurial company. The thing to understand is that the reason we have these structures is to generate a chain of command, and we used to think very top-down. Now a lot of companies are thinking in a bottom-up way. (Small Business - Chron.com, 2020).
To successfully achieve their goals, organizations always need to be formally structured. It is important to divide the tasks into different groups to make sure no two people are working on the same project or task, so we get the most results for our contribution. 
Since organizations cannot operate without people, it leads to the creation of various informal structures or environments within the organization, leading to different attitudes, perceptions, behaviours and characteristics with many different types of aptitudes. So, when employees are to work together on a task within a formal structure to achieve a specific goal, there are certain ways of speaking and interacting, which in effect creates an organizational culture in which it can be created consciously or unconsciously by employees. Organizational culture in some way defines the organizational structure of an organization, but structure also partially defines the culture of an organization. 
If the organisation follows a strict hierarchy and decision making power is fixed/allocated to the top management, then there will be a lack of freedom and employee involvement and the culture will be less effective and rigid. On the other hand, if the structure of the organisation is decentralised, meaning that authority, responsibility and decision-making power is shared with employees at all levels, the culture will be more innovative, interesting, responsible and independent.(ukessays.com, 2009)












How organisation culture will affect how it responds to a crisis situations?
COVID-19 has radically changed the 'day-to-day activities, interactions and influences' in most organisations, which means it probably changes their culture.
There is no doubt that the organizational culture has a significant impact on the company's results. This is confirmed by numerous studies. Hence, many companies have undertaken a conscious process of cultural transformation. Meanwhile, we suddenly have to face a situation that we could not have foreseen. And it's not just about the coronavirus pandemic, but most of all about the impending crisis. In fact, we will have to continue to adapt.
Adaptation occurs in nature all the time. Usually, animals adapt their behaviour because of human interference. In the case of coronavirus, humans adapt their behaviour to the pathogenic disturbance. (Oak Ridge Associated Universities, 2020)
The importance of culture for business is revealed particularly strongly in times of crisis and complexity. It is in difficult circumstances that the organizational culture makes the involvement of individual employees, their mutual cooperation, and identification with the company create a mechanism that coordinates activities, directing them towards a common goal. This works much better than official orders. Creativity, new solutions, additional effort and independent thinking appear then, replacing waiting for top-down commands. (Mycielska, M, 2020).
Such attitudes were evident during the economic crises of the early 2000s. The sudden, unexpected challenges faced by large corporations pointed to the critical importance of company culture. Those that had built a culture with built-in responsiveness to change, an internal system capable of adaptation, were able to switch to self-leadership. Employees scattered across the globe immediately began communicating to headquarters about changes in their environment, coming up with local initiatives where necessary, all the while relying on clear, commonly understood and embraced values. Almost immediately, these companies were able to assess the situation, coordinate their global activities and implement actions in response to emerging and unexpected challenges. At the same time, many of the large corporations with traditional cultures, unprepared for the crisis, failed to assess the situation. They acted chaotically or did not react at all and suffered heavy losses as a result. (Mycielska, M, 2020).
Thousands of employees hired during the pandemic did not have the opportunity to fully assimilate into the organisation because they worked from home. Everything they know about their organisation they learned remotely.
We are knowledge workers and that makes it easier for us to work from home. If you work in the construction industry or work in an analytical lab, you probably don't have that option. So, the needs are different depending on the industry. (Oak Ridge Associated Universities 2020)
The work-from-home model that many organisations have relied on since the beginning of the pandemic will change the dynamics of how we work in the future, and how that dynamic works varies by industry.





Collaboration between companies during covid19

While the health shocks associated with the new coronavirus (COVID-19) are well known, the disease has altered trade in unprecedented ways (Cortez & Johnston, 2020). 
In March 2020, as in various other countries, the UK government instructed its citizens to stay at home (where possible) to minimise the spread of COVID-19 . Nevertheless, public health officials allowed members of the public to leave their homes to purchase essential items such as food and medical supplies, as well as to exercise in close proximity. Therefore, supermarkets were in high demand and consumers panicked to buy goods such as tinned food, toilet paper, dairy products, meat and vegetables. (Daily Mail, 2020)
Most workers work from home (instructed by policymakers to self-isolate), demand for home delivery has increased significantly, restaurants and many other establishments have closed their doors to the public, and business failure rates have skyrocketed.
The pandemic has taken a serious toll on the restaurants in the UK that have been forced to close or have operated under strict restrictions for most of the year.
Thousands of operators across the sector have signed up to one or more of the three dominant delivery platforms - Deliveroo, Uber Eats, and Just Eat - to save demand.
Since the first lockdown in March, the number of users of delivery apps has been growing. Deliveroo said more than 1,400 new restaurants have signed up since the second set of national restrictions. (ft.com, 2021)
Another noticeable way in which companies have changed their business models is the amount of collaboration between competing organisations (coopetition) that has occurred since the COVID-19 outbreak had such a profound impact on the global economy (The Guardian, 2020).
Amidst this 'new reality', competition laws in the UK were relaxed to allow retailers to share data on stock levels, coordinate closing times (to allow for cleaning and restocking), access supply chain networks and hire staff between competing shops. (Independent, 2020)
In this case, by allowing competing retailers to share these resources and capabilities, they were able to operate more efficiently, such as having more stock to meet unprecedented demand.
To highlight an important point mentioned earlier, during all competitive partnerships there must be a mutually beneficial outcome, which is usually a higher level of performance (Bouncken & Kraus, 2013).






Conclusions
Not long ago, none of us would have expected that our lives would change so much within two years and that we would have to adapt quickly to these changes.
The various restrictions imposed by governments because of the COVID-19 pandemic, such as the closure of shops, restaurants, services, shopping malls, the prohibition of travel, assembly and finally the closure of borders, led to the collapse of many sectors of the economy. 
The work environment has also completely changed. Employees have learned to work from home and use dedicated IT tools, company premises have become deserted and documents are being transferred digitally.
The pandemic reality is influencing a whole new way of approaching business. Organisations need to become a kind of start-up that is constantly modelling its business.
COVID-19 and the large-scale social and economic shock it caused have already profoundly transformed organisational cultures. The familiar symbols of organisational life have been replaced by plexiglass screens and personal protective equipment. Coffee break meetings have been replaced by zoom calls. The core values and assumptions of many organisations seem to have shifted from exploration and creativity to safety and resilience. 
The Covid-19 pandemic will have many complex implications for organisational design, even with a relatively quick return to pre-pandemic conditions. In general, the pandemic is likely to lead to more remote working, smaller teams and greater use of staff who are more loosely attached to the organisation. However, it is also likely to lead to more formalisation, more planning and more use of rewards at an individual level.
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