Looking Positive Factors And Its Impact On Diverse Business Organisations Due To Covid-19 Pandemic.
1. Introduction: 
This article clearly presents the reader with specific interest in the context of different types of business organization structure, culture and stakeholders, their functional hinderance during any crisis situation and how well the organization culture and structure manage to lessen the impact due to a specific crisis situation (i.e., Covid 19 Pandemic).  As an important stakeholder, an employee mindset varies from person to person, as we have diverse business organization types which fit into one these listed models like proprietary firms, Partnership firms in a small scale, medium scale and a large-scale business organization which has employees working under them as stated by Baden-Fuller, C (2010). The current outbreak of coronavirus disease 2019 (COVID-19) lead to Covid-19 pandemic which was declared a pandemic as it drastically spreading worldwide in more than 115 countries recording very high infection rates. As Covid-19 is highly contagious World Health Organization (WHO) announced and insisted world countries to go into complete lockdown leading to shut down of the business market which had significant impact on the growing economy of almost all the established countries in the world. 
This covid-19 pandemic is a driving force that created drastic imbalance in the world’s economy, where a country’s economy relies on three major business categories like Agriculture, Manufacturing and Service industry out of which few agricultural firms flourished as they had relaxation to function by the government during lockdown worldwide. Few more service-based companies such as Amazon, flipchart, and food delivery firms like swiggy, uber eats, Just eat and Deliveroo were able to survive and balance their own economy to some extent researched and found by (Li. K, 2020). Organizational structure permits the articulated distribution of tasks for various functions and progressions to different entities such as division, department, workgroup and employee. Analysing the impact of Covid-19 pandemic in any business organization models relying on key factors like Organization structure, Culture and stakeholders as researched and found by (Li. K, 2020) 
Looking on the organization structure a researcher from England and USA (Pugh D.S., 1968), Eliza Tse (1990) believed that a sustainable organization needs to have five core aspects like specialization, standardization, formalization, centralization and configuration to coordinatively function as a whole. Organisational culture is a dimension summed up of shared ethics and values, individual cultural beliefs and assumptions regarding appropriate distribution of authority inside an organization based on which organizational cultures are distinguished. These are clearly linked with level of centralization, based on nature and types of organizational structure models as structured by Chartered Management Institute UK (Rollinson, D., 2008). Key aspects in any form of business organisation culture includes its history as recorded by Hudson, S.M, (1993), Weerts (2018) and Jarratt (2002). Organizational culture also plays a key role in making the business environment and its Stakeholders to be more sustainable in the dynamic environment. 
As any form of business organization comprised of cumulative stakeholders which has major impact on the company’s progression, its fairly important for any organization to maintain consistency among them by having concrete competitiveness, cooperation and collaboration which is famously called as 'the 3Cs' as formulated by William ouchi, (1981) and Polenske, K., (2004). 
2. Influence of organizational structure on its culture and how a specific structure/culture affects its ability to respond during Covid -19 pandemic:
Principally, in any business organization the organizational structure always has the underpinning control over the organizational culture and vice versa among the Stakeholders and its performance outcomes as reported by (Handy, 1996; Trompenaars, 1991). It is clear from comparing Handy’s and Trompenaar’s classifications of types of organizational culture that the operationalization of specific culture and structure in any business organization becomes possible with similar supporting organizational structure stated by Mintzberg’s organizational models (Mintzberg, 1979). Above listed classifications exhibits both cultural and structural differences from one another affording to a specific criterion: the criterion of power distribution inside an organization and their work allocation to their Stakeholders which was understood from the insight and supportive research by (Janicijevic, N. 2013, P. 37).
Structure and style of management of any organization falls in to 4 major approaches like Classical approach, Human Relations approach, Systems approach and Contingency approach (Bucher, T. 2010, P. 95). A theory postulated by (Taylor 1856 – 1917) states that Role culture or ‘Tall tower’ culture with many layers of hierarchy recommends the enactment of the bureaucratic model of organizational structure (Max Weber 1864-1920) which is employed by most of the scientific companies to direct their employees to know their job description better. They tend to analyse discrete tasks which leads to development of a true science of completing tasks. Unfortunately, in this type of organization’s culture and structure employees are only motivated by money which was identified and proposed in (Waring, S.P. 2016). There are few other Similar organizational structure and their specific cultures discussed and outlined by (Kral, P. 2016, P. 5170). (Bruce. K., 2011) and (Yusoff 2013, P. 20) mentioned in a research study about the 2-factor human relation theory by Hertzberg motivation hygiene theory. 
To gain some deeper insight into how organizational structure had impacted and continued to significantly impact the culture of the organization and its stakeholders, an automotive manufacturing company’s specific department (i.e., TVS Motors Limited in India) (Samanta. A., 2021) is taken as an example. The company follows a centralized organizational business model which is considered in this study and is very important to analyse the key mechanisms and driving aspects that affects the organizational outcomes and stakeholder’s performance in the dynamic environment (i.e., pandemic 2019). 
In this model type we are relating to a specific department, the Research and Development department of TVS motors Ltd. The department has the Vice president (VP) who controls the departmental activities, 9 General managers (GM) taking care of various task related activities (i.e., new product design, testing of model, etc.) and reporting to VP and finally the front line employees who are responsible in completing the directed work from GM’s (Pandey, P., 2014). The key responsibilities like work planning and decision-making powers are mostly retained with the vice presidents and General Managers of the department . TVS motor ltd., as a company, hands over all the critical decisions regarding the production, quality, Research and development and sales-marketing to the higher level designations, which is a reflection of centralized organization structure. Following this model in any similar business firm, will have significant influence on the organization culture like reduced employee satisfaction, inability to accept criticism, Employees lacking critical decision-making skills, lack in performance of the employees and creating a situation that leads to decline in the organizations performance as a whole. Centralization model of structure has its own significant advantages and disadvantages. Clear chain of command, focussed vision for the organization, quick implementation of the decisions and improved quality of work are found to be the advantages. Whereas on the other hand, bureaucratic leadership, difficultly in remote control of the organization, delays in work and finally lack of stakeholder’s loyalty are major drawbacks of this model.
3. How culture facilities or impairs an organisations employee from performing in volatile, uncertain, complex and ambiguous circumstances.
The Covid-19 pandemic had significantly affected and continue to have its impact trace on the world market and their companies economy leading to a revolution in the way they conceptualized the organization structure, culture and their rationale related factors important to their stakeholder’s performance and organizational outcomes. Many firms think that “this pandemic should not have happened but it happened” (Zhou, Xueguang, 2020, P.477) but they are in a halt to rethink of changing the organisational culture to be people oriented rather than continuing to operate by following task-oriented culture. 
TVS motors strongly believes that employees make an organization and that its well-being is dependent on the commitment and growth of its people. There will be a sustained effort through systematic training and planning career growth to develop employees talents and enhance job satisfaction. TVS Motor will create an enabling ambience where the maximum self-actualisation of every employee is achieved. 
A specific example of R&D of TVS Motors limited is considered, which is following centralized organization cultural model where the key decisions are retained with the VP’s and the GM’s. During pandemic the front-line employees who take key instructions from departmental heads are left with very few options and were unable to work independently to meet the organization’s final outcomes and goals. This cluelessness among the frontline employees is certainly due to hierarchy-based culture (i.e., Centralized based model) which was followed by the department.  To understand further how the culture facilities or impairs its organization employees from performing in pandemic, let’s consider situation where R&D of TVS motors and its heads (i.e., VP’s and GM’s) performed activities before and during pandemic (Pandey, P., 2014). 
Scenario 1 (Before Pandemic): Activities of an employee reporting to GM and GM’s Taking key instruction from VP’s for a design change in an automotive product.
Scenario 2 (During Pandemic): Activities of an employee reporting remotely to GM and GM’s taking key instruction from VP’s remotely for a design change in a same automotive product. 
Both the above-mentioned scenarios adhere to same unique organizational culture (centralized model) which is task-oriented culture. TVS motors ltd believes in deadlines in a strict manner, specifically when it comes with completing a project or rolling out a new product. All the key decisions regarding the new product changes come from the VP’s and GM’s, which shows that organization culture is purely focused giving importance to performance. Comparing scenario 1 and 2, scenario 2 imparted more motivation and performance from the employees as this is achieved by successful usage of technology to complete the task directed (Bhattacharyya, S.S., 2021). similar effect on the enhanced employee performance, job satisfaction and improved motivation was researched and reported by (Sapta, I., 2021). 
4. The way in which organisations have used cooperation and collaboration to mitigate some of the impact of the crisis: 
To be honest organization had an impression that their organization structural and cultural practice were believed to be best before the Covid-19 pandemic. However, most of the business organizations had the opportunity to rethink on the same as there were lot of good and bad things evolved and presented themselves in front of the fully operational organization like never before. Various business organizations quickly responded by working collaboratively with other business organizations to lessen the effect of covid-19 pandemic on them and realised few key important things they refused to accept before the pandemic has happened, thus they came to know about the real benefit of changing so (Bhattacharyya, S.S., 2021) and (Sapta, I., 2021). 
During pandemic TVS motors ltd collaborated with BMW to lessen the impact of covid-19 pandemic on its organizational performance and its outcomes which the company believed was principally driven by organizational culture (Auto-Hindustan times 19 November 2021). Some managers and professionals with specific skill expertise from BMW Motorrad Germany planned and collaborated with TVS Motors ltd R&D to create a common learning platform for both the companies and keep up their organizational outcomes during the pandemic.  By active cooperation and collaboration R&D of TVS moves into a transition phase where the skill expertise is transferred to the employees from the BMW trained professionals. Active training was provided over online to the design engineers which addressed  specific skills set to improve independent decision making and key skills in solving technical problem related to the product development and so on (Bhattacharyya, S.S., 2021). 
 TVS motors and BMW after collaboration, VP’s and GM’s started to communicate with all levels of employees thorough various channels, to ensure how they manage during covid and to create an environment that is supportive for encouraging transparency of both the organizations. Communications become crucial during COVID-19, as employees usually work remotely, and a researcher reported that tone of communication is very important in setting the vision and adjusting the culture of the organization (Rimita, K., 2020). Employees were supported with enough technology to make them work remotely without any hinderance of the project outcome with frequent virtual meetings, deadlines for submission and virtual reviews. 
5. Conclusion and summary:
Globally companies and business organizations irrespective of their types are forced to change the way they were thinking about acceptance towards the organizational structure, culture and its stakeholders with the new normal rules and regulations. Remote working has become a widely popular concept during the pandemic. On one hand it provides employees with a lot of flexibility, and on the other hand it makes them stay healthy. Companies like TVS motors or any other manufacturing company with centralized model of organizational structure can adapt the new normal work culture to achieve its organizational goals with full potential by cooperating and collaborating with other organization. A researcher found from statistics that, covid pandemic had positive impact on employee motivation, job satisfaction and organizational culture which controls the organizational outcomes (Sapta, I., 2021). It is strongly believed that organization culture is a crucial tool to sustain in any dynamic business environment by accepting new challenges to survive.  
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