People and Organisations Assignment 1
Covid-19 has affected the business sector in many different ways, businesses needed to adjust the way in which they operate overnight, and some were told they simply could not operate at all. In this essay, I will be looking at the way organisations cooperation, culture, and structure paved how they dealt with the Covid-19 pandemic and its impact on organisational performance. (W.H.O, 2021) states “Coronavirus disease (COVID-19) is an infectious disease caused by the SARS-CoV-2 virus”. Guidance provided by governments was to distance yourselves from others to help slow infection rates. On the 23rd of March 2020 Boris Johnson officially put the UK into lockdown, all non-essential travel was banned and where people were able to work from home they were urged to do so, for many businesses this came as a surprise and changes were forced upon them overnight. In my essay I will be drawing on points in an article called Work Is F*cked, It’s High Time We Fix It (Altman, 2020) In the article Altman highlights how businesses need to adapt following the pandemic and how lessons can be learnt going forward.
A business structure is how the business is set up, once a structure is in place staff know their roles and objectives within an organisation and a hierarchy can be established. Having a structure regardless of the size of an organisation can allow them to grow and while doing this the structure must be adaptable to the size of the business (Kloefkorn, 2014). Organisational culture is the overall feel of a business, it’s a delicate balance of the core beliefs, attitudes and character (CMI, 2015). The culture within a business is a driving force within an organisation in the modern age, culture can influence people's behaviour towards their work and give them an edge over competitors. If staff enjoy what they do they often do it better, while having trust in their management teams will encourage their staff to go the extra mile for their employers in times of crisis. A business that can align both its structure and its culture will enable it to attract the right type of person to fit the business model, by doing this staff retention will be high and in doing so the business will keep training costs down (Kaplan, 2016). Collaboration within a business is when multiple departments or organisations form an alliance to achieve a common goal, this can also be called cooperation. By businesses using collaboration and cooperation, they open themselves up to expansion and growth by offering extra services or products to their customers. (NI Business Info, 2021) A business must select the correct collaborative partners to suit their culture or beliefs as poor decisions here can cause loyal customers to take their business elsewhere. An example of a poor collaborative partnership would be a musical artist or band having a merchandise partner that has links to using sweat shops (No Sweat, 2021) A sweat shop is a factory, often abroad where people are forced to work for low wages in poor conditions.
Structure within a business can have a large impact on its culture, this is because how management runs a business affects how its staff perform and how they feel about the people they work for. Culture doesn’t have a direct link with how an organisation is run, more so it is an indication of how effective its workforce can be (Zheng, 2010).  Staff who have the feeling that the management listens to them can be more innovative and would be more inclined to go the extra mile for their employer. If staff have a clear channel of communication to management where they can pitch their ideas they will feel part of the business whereas if they do not feel listened to they would be more likely to be disengaged from the larger objectives of the organisation and less likely to go the extra mile. A centralised organisation where the business has a clear line of command or a hierarchy pyramid would be more of a led from the top business, tasks and objectives are more likely to be controlled by the people at the top and staff are less likely to have an input in the day to day running of the organisation. Businesses within a larger competitive environment are more likely to be centralised due to having more control over aspects such as resource management, quality control and reducing costs, this would enable the heads of an organisation to control competitive advantage over its rival businesses (Jarzabkowski, 2002).  Centralised organisations can be slower to implement change as there are more channels to go through. The culture within a centralised organisation is likely to be less engaging than that of a decentralised organisation as communication is harder to pass up the chain of command. A decentralised organisation is a business with multiple layers of hierarchy with decision making authority and is more likely to have its control distributed across an entire organisation, due to the ability to make more on the ground changes a decentralised organisation is likely to be better equipped to succeed in times of crisis. Staff are likely to be trained in various aspects of a decentralised business this can again help in times of crisis or help fill gaps in the talent pool. An example of a decentralised organisation is Admiral Insurance, Former Admiral CEO Henry Engelhardt says “No individual makes the puzzle. We all work together, that’s how we see the big picture” (Engelhardt, 2019) once you have completed your initial training the CEO gives every member of staff a piece of a puzzle, this represents that every member of staff is part of the greater picture. Admiral prides themselves on being a diverse employer who encourages employees to raise ideas through their Bright Sparks scheme where innovative ideas can be passed up to management and if the ideas are taken up a financial reward is available, not only to reward the individual but to encourage others to do the same (Admiral Group, 2021). 
Businesses all over the world were hit mostly unaware when the covid-19 pandemic hit, many organisations that did not have sufficient crisis management protocol struggled initially while many managed to ride the wave to relative success. Having a good culture in times of crisis would help any organisation, when all of your staff are happy and have clear and open lines of communication to management change can be implemented quickly and efficiently. Changes within centralised organisations where power is held by one or a limited number of individuals would have been slow to implement and caused frustration within a workplace that itself would have undoubtedly been worried in times of uncertainty. Changes within a decentralised organisation would have been quick to communicate and could have been transitioned with relative ease. High morale would have been essential during the lockdown, not only were people in uncharted times, some were learning new roles with minimal support, staff would have been working from home for the first time, this would have taken a lot of trust and the staff themselves would have required the support to manoeuvre new technology, working from home staff could have been missing their support network of management or fellow employees and its because of this that management became vital. (Brother, 2021) states “The best way to invest in future-proofing a business is to invest in change management and create a culture of resilience. Successful businesses have aligned the needs of both management and employees so they can adapt to the changes.” This quote suggests that having a culture that is resilient to change within the workplace will help in times of difficulty and by investing in management and employees the business will not suffer in times of great distress. As discussed in (Altman, 2020) by organisations making changes such as replacing a directive leadership to a supportive leadership or distributed decision making as opposed to centralised authority businesses would have been better suited to the radical changes required to face the pandemic head-on. By replacing a hierarchical pyramid with a network of individual teams, organisations can make quickly adapt and adjust (Corporate Rebels, 2021). Governments all over the world had to deal with their own changes when hit by the pandemic, decisions had to be made on aspects such as when and how to lock down its citizens, vaccine rollouts and its testing capabilities, many were very quick to roll out changes where some were left behind. Many decentralised governments have departments to deal with certain aspects while more centralised governments were slower to respond, in many cases, this left the people of those countries scared and with a feeling of being forgotten (Gaskell, 2020).
During the Covid-19 pandemic, many organisations have found the need to collaborate with others so that they can remain active in these uncertain times. In the Neath area, pre-Covid fast food outlets such as McDonald's and Burger King did not offer any sort of delivery services, due to this when businesses were allowed to open on a delivery only basis these franchises were left behind by others in larger cities and were forced to remain closed. Very quickly delivery partners such as Uber Eats and Deliveroo began to show up around the area to enable customers to get the food they love delivered to their door (ITV News, 2021). In 2020 over 20,000 new restaurants collaborated with Deliveroo in light of the pandemic, this allowed the restaurants to continue to trade while government restrictions were in place. Supermarkets also benefited by collaborating with Deliveroo during the pandemic as chains such as Aldi, Morrisons, Waitrose and Sainsburys joined to expand their home delivery services, in all this expansion an extra 25,000 jobs were created (Davey, 2021). New collaborations were formed throughout the Covid 19 pandemic, this was largely due to the effect the pandemic had on the supply chains of organisations. Health care is another sector to benefit from collaboration during the Covid-19 pandemic, providers were able to collaborate in order to provide the best health care possible for its patients. Herefordshire, Worcestershire, Cornwall and the Isles of Scilly all used forms of technology to continue to offer services to their patients. The care quality commission (QCQ) carried out a program to support providers through shared learning objectives (Digital Health, 2021).
In conclusion, Covid-19 has affected the business sector in ways that could never have been predicted, businesses were forced to change their processes and make changes that were not seen as a priority previously. Weaknesses of a business may have been shown up and action taken to ensure the organisation was able to operate, in turn business models are now much more adaptable so that change can be made at any given moment. Consumer habits may have been changed for generations to come. As highlighted in the text by (Altman, 2020) Now is the time to change how we work, to seize the opportunity that has presented itself and to learn. The culture within a workplace is becoming more and more important and as discussed above with the correct structure comes the correct balance to become successful, even in times of crisis. The times where organisations rule with an iron fist need to change, management should listen to their employees and enable them to flourish as an organisation is only as good as its workforce. Businesses have found new platforms to enhance their operations in ways that previously may have seemed daunting and in doing so are moving with the times, new business alliances have been formed to shape the way business is performed all over the world by using collaboration and cooperation. Maybe Covid-19 was something the business world needed.
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