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In this essay I will be talking about 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. Here I will cover some of the definitions of these terms as they will be used frequently in this article. 
Culture is defined in many ways but generally runs along the idea that any group or organisation that has been around for a long amount of time has a pattern of basic assumptions that has been formed by the group to resolve any external; or internal problems that may arise, these assumptions have worked well enough to be passed on to newer members as the correct way to think and feel in relation to those problems. (Edgar H, 1986). 
Organisational structure is the defining feature of a work organisation it provides the framework for an organisation on how it carries out its work, and management systems. It is how an organisation determines what work is divided amongst its members and the co ordination of their activities to allow the organisation to be able to achieve its goals and objectives. (Mullins, 2016)
Cooperation can best be described as one person or group assists another in carrying out a task to which the outcome benefits all parties involved, the main reasoning for cooperation within an organisation is that the task cannot be accomplished alone, and all parties work together to accomplish their own mutual goals. Cooperation is most successful when the parties involved bring their skills and resources to the project and then decide how best to use those as a whole. This is most often in the form of contracts which protect the parties involved against risk and damage. (Snow, 2015)
The concepts defined here all contribute to how an organisation has managed to either thrive or fall during the covid 19 pandemic and how businesses and organisations have had differing approaches to their structure throughout the pandemic with some being more malleable and able to adjust their structure according to the need that needed to be met whilst others were either unable to make changes or outright refused to change the structure of their organisation.
The covid 19 pandemic began in 2020 this was due to a new strain of the SARS-CoV-2 virus spreading amongst humans and transmitting globally at a rapid pace. This caused governments all over the world to start implementing lockdowns. This meant that businesses had to adjust to lockdown regulations by either closing for a period of time or by having their staff work remotely from home. According to the Cambridge dictionary a lockdown is defined as “a period of time in which people are not allowed to leave their homes or travel freely, because of a dangerous disease” (Cambridge Dictionary, n.d.)

There has been a massive shift in how people work and the managing of those people has had to change as well as during lockdown being able to interact with staff in the workplace was very limited this led to a lot of organisations using online services to have contact with the teams that they worked within, leading to a huge change in how the day to day system worked as there was no longer a commute to a workspace, there was no additional cost to keep said space in a workable condition which has led to the idea that post pandemic things are unlikely to return to how they used to be and that the majority of organisations will continue to carry on adapting their structure to allow for more flexible work conditions for that of its employees. (Dans, 2021)

The article “work is fucked its high time we fix it” talks about how rapidly industry is required to change in light of the pandemic and how we need to adapt to new ways of thinking and changing in behaviours to be able to keep up with how the majority of organisations business structures will be changed permanently. The article leans more into the argument of if a business’s structure is more fluid and interchangeable then it is more likely to succeed and that we should be more supportive of business’s that add to society rather than those that are for imperative efficiency. (Altman, 2020)
The way in which an organisation is structured can inform its culture as shown in Charles Handy’s model of organisational structure. The four types of organisational culture are power, where control radiates from the centre and concentrates power among the few, this allows for swift decision making and is typically associated with a strong structure. The next is the role culture which is based around the role that you play within an organisation; it is based on a hierarchical system this leads it to generally follow a tall structure and slow decision making. Then there is the task culture where teams are formed to solve problems, power derives from expertise this leads to a dynamic form of culture as there is no single power source. The final model is the person culture where this is based around the individual rather than the organisation, this follows a more democratic type of culture as the organisations tend to include people of similar expertise working within the organisation. (OpenLearn, n.d.)
An organisation’s structure can also influence its culture due to the work the organisation does attracting certain cultures to it, according to Deal and Kennedys proposed cultures they are found based on the type of job. An example of this is the macho culture where people in macho cultures normally take high risks and have fast feedback on their actions, normally found in organisations such as police departments, sports and entertainment. These types of organisations tend to have a high turnover of staff and as such cannot develop a strong culture. (Swailes, et al., 2020)
A way in which culture impacts an organisations response to a crisis is that an organisation whose employees see the culture as clear and defined knowing their role and being engaged with the company will better adapt to change in a crisis than that of a company where the culture shows that they are perceived to not be driven by common goals and not being flexible or understanding the needs of its customers and employees. (Couch, 2020)
One organisation that saw massive change to how it was able to trade during the pandemic was McDonald’s it is a fast-food chain that operates in nearly one hundred and twenty countries around the world. when the pandemic first hit McDonalds had to close its doors just like the majority of hospitality organisations did, while they were closed, they started to put the structure in place to allow them to adapt to the coming changes of the pandemic. They did this by forming special teams that would meet frequently to be able to address any changes and recommendations to how they could continue to operate. The flexibility the company already had in place allowed them to be more responsive with how they could change working conditions to meet the demands of the employees and government regulations. (AON, 2021)
McDonalds decided it was going to change up its focus on how it would market itself and change due to the pandemic by putting more emphasis on its drive thru sales and starting to do deliveries, which was one thing that was unheard of for a big chain like McDonalds to participate in. they called this strategy “Accelerating the arches”, they have boasted about having been able to shave thirty seconds off drive thru times which in turn boosts its sales and are looking at a concept of restaurant that will only deal in drive thru, delivery and takeaway. This all contributes to how even a big organisation such as McDonalds can still have the flexibility to adapt its structure to something as everchanging as the pandemic. (Kowitt, 2020)
For McDonalds the pandemic has been a learning curve for the company as they had to deal with a constantly shifting boundary of how they could continue trading but the culture within the company has been a big part in how they were able to stay on top of things. When restaurants were forced to close in the UK the CEO and his leadership team rang up everyone from suppliers to franchises to keep them informed and updated on the changing in guidelines the company had to adhere to. He was quoted saying “I do believe if you share the challenges the leadership face you get a lot more back from the suppliers. Collaborating has been a key part of my career.” (Fleming, 2020) This shows that the culture within the organisation has a strong emphasis on teamwork and flexibility within its roles. (Fleming, 2020)
McDonald’s business structure is comparable to the role structure style whilst also taking parts of the task structure style, as the business is divided up into different sectors that are given responsibilities and tasks based on operational requirements and objectives. One of the goals of having used this form of structure would be to support flexibility in meeting the business needs in differing aspects and markets. The advantage to using this model of structure for a global business is that it allows the organisation to monitor and control the structure more easily on a global scale, it allows the company to implement strategies based on market performance in its differing markets. The disadvantage to this is that it can sometimes end up generalising its structure which could hamper its flexibility to adapt to change. (Panmore Institute, 2019)
The pandemic has made organisations have to cooperate and collaborate with others to ensure that they can remain operational on some level during that time, in many cases this has taken the form of maintaining or reviving manufacturing, supply and distribution of a product this is know as a co-operation agreement. In some cases, it is aimed at either creating a new product or providing a new response to the crisis known as innovative co-operation. Some examples on how an organisation would use cooperation during the pandemic would be limiting consumer purchase to ensure that that the supply of a product is maintained in areas where there may be shortages. (OECD, 2020)
[bookmark: _Hlk87716914]One strong example of how organisations have collaborated during the pandemic is that of the VentilatorChallengeUK, they are a consortium of aerospace, motorsport, automotive and medical companies that have collaborated on rapidly creating ventilator masks for the NHS with production reaching numbers of four hundred ventilators a day. They set up seven new manufacturing facilities and assembled a team of three thousand five hundred workers. (Penlon, 2020) The chairman of VentilatorChallengeUK was quoted saying “What VentilatorChallengeUK has achieved in the space of twelve weeks is nothing short of incredible, creating and producing an approved product and setting up production facilities on this scale would normally take years.” (Penlon, 2020)

In summary of what has been described in this essay it shows that the varying ways a company’s structure can influence its culture is by differing in the way it interacts with its employees and customers as shown in the example given of McDonalds being able to alter its structure to allow itself to continue to support its workers and be able to continue trading during the pandemic. By using a hybrid of the role and task culture it allowed itself to maintain flexibility and sustainability when it came to facing the problems that arose because of the pandemic.
This also shows that an organisations culture can affect how it would respond to a crisis in the way that if the culture is not flexible or willing to adapt then that puts the organisation under pressure which can make it less effective at changing the way it would respond to a crisis. Whereas organisations whose workplace culture is more adaptable have gone on to show more innovative approaches and have thrived during the pandemic by being able to make changes that are needed.
This is also supported by organisations that have collaborated to work on lessening the impact of the pandemic by working with each other to come up with new innovations to ensure that their supply chain for their product is not hampered as McDonalds had done by collaborating with its suppliers and distributors to ensure it could continue to deliver its product. The VentilatorChallengeUK showed that collaboration between organisations can be used to create a new product that can lessen the impact of the pandemic by relieving the NHS of pressure in supplying essential medical supplies.
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