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The COVID-19 pandemic has significantly transformed organizations around the world.
Due to the constantly changing situation and the emergence of new threats, the methods of
enterprise management are undergoing significant changes to adapt to new conditions. One of
the most notable innovations was the massive shift of companies to telecommuting. The result
of this transition is quite significant changes in management practices that require serious
analysis and reflection. It is therefore necessary to understand the essence of the changes, the
extent to which these changes are in line with the trends, their sustainability, and the prospects
for their further application.

The COVID-19 pandemic played a role of stress test for enterprise management systems and
revealed several problems.

This article analyzed the problems of the company management system caused by the coronavirus
pandemic. It has been demonstrated that mass introduction of remote work has prospects of further
development. The changes in the functions of managers and in the structures of management of
companies have been studied. Possibilities of broad development of self-government have been
considered.

Keywords: pandemic, stress test, management, activity, enterprise, remote work, crisis,
personnel.

COVID-19 MAHAEMUSACBI KA3IPT'I 3BAMAH/JIAFBI MEHEJVKMEHT
JKYUECIHIH, CTPECC-TECTI PETIHJIE

Bakreimoer A.C'., Yruaos M.H'., lllmapiaoBckas I A.2
Kasak TexHomorus sxoHe Ou3Hec yHUBepcUTeTi, Actana, Kazakcran',
benapych MeMIIEKeTTiK SJKOHOMHUKAJIBIK YHUBEpCUTEeTi, MuHCK, benapych Pecriyonukacer®
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COVID-19 nangemwusicel Oykin oneMmzeri YWbIMIApAbIH KbI3METIH aWTapibIKTail e3repTTi.
KarmalplH y31IKCI3 e3repyiHe KoHEe KaHa KayinTep/iH maiga O6omybiHa OaiIaHBICTBI KCIIo-
pBIHIAPABI OacKapy SIiCTepi JKaHa KarJainapra OeiiMueny MakcaTbliHIa alTapibIKTail e3repi-
cTepre yubipaiasl. EH MaHBI3IbI jKaHAIBIKTAPABIH Oi1pi KOMIAHUSIAPABIH KAIIBIKTaH KYMBIC
icTeyre jxanmai keiryi 0osabl. Bysl aybICynbIH HOTHXKECI MEHEIKMEHT TaXipHOeciHaeri airap-
JBIKTal e3repicTep O0bIn TaObLIaabl, oap OAWBINTHI TalIay MEH TYCiHYAI KaxeT etei. OchiFan
0aliIaHbICThI, ©3TrePICTEPAIH MOHI HE/le €KEeHIH, OCBI TYPICHIIpYJep Ka3ipri TeHACHIUIIapFa KaH-
IIATBIKTHI COWKEC KeJIETiHIH, OJIap/IbIH KAHIIAIBIKTHI TYPAKThl €KEHIH, OJIapIbl OJIaH opi KOJIIaHy-
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JIBIH OOMaIiarel KaHIal eKeHiH TYCIHY KaxkeT.

COVID-19 nannemusicbl KSCIiOpBIHAAPBI OacKapy >KyHesnepi yIlliH epeKIlie CTPECC-TECT PeliH
aTKap/bl XKoHE OipKarap mpoodiaemMaiapibl aliThbl.

byn Makanana KOpOHaBUPYCTHIK HMaHJIEMHsIAH TybIHIaraH KOMIIAHUsUIApAbl Oackapy Kyii-
eciHiH mpobnemanapbl TajgaHabl. KamblKTan KyMbIC iCTeyal Kammail eHrizy ofgaH api Jamy-
TIbIH Ooamiarel 0ap eKeHAIri kepceriai. MeHemkepaepAiH QyHKIUsIapbl MEH KOMITaHUSIIAP IbI
Oackapy KypbUIbIMIapbIHAa OONIFaH e3repicTep 3eprreni. O3iH-031 6acKapyabpl KCHIHEH TaMBITY
MYMKIHJIIKTEp1 KapacThIPbLIFaH.

Heri3ri ce3mep: manaemusi, CTpecc-TeCT, MEHEPKMEHT, KbI3MET, KOCITIOPBIH, KAIIBIKTAaH KY-
MBIC, JIaF1apbIC, KbI3METKEpIIED.

IMAHAEMUSA COVID-19 KAK CTPECC-TECT CUCTEMbBI MEHEJI’JKMEHTA B COBPE-
MEHHBIX PEAJIMAX

Bakreimoer A.C'., Ytuaos M.H'., lllmapioBckas I.A.2
Ka3zaxckuii yHHUBEpCHTET TEXHOJIOTUH U OM3Heca, I. ActaHa, Kasaxcran!,
benopycckuii [ocynapcTBeHHbI DKOHOMUYECKHI YHUBEpCUTET, T. MuHCK, PecyOnuka benapycn?
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[Mangemuss COVID-19 cyniecTBeHHO U3MEHMIIA ACSITEIbHOCTh OPraHu3aluid BO BceM mupe. B
CBSI3U C HETPEPHIBHBIM U3MEHEHHEM CUTYallMH U TIOSIBJICHUEM HOBBIX yTPO3, METOBI YIIPABICHUS
NPEANPUATHIA PETepIeBaIOT 3HAYUTEIbHBIC N3MEHEHUS C LENbIO aIalTallui K HOBBIM YCIIOBHUSIM.
OnnuM u3 Hanbosee 3aMEeTHBIX HOBOBBE/ICHHUH CTall MACCOBBIH MepeXxol KOMITAHUH Ha yAAJICHHYIO
paborty. Pe3ynbraroM JaHHOTO TIepexoAa SBISIOTCS JOBOJIBHO CYIIECTBEHHBIC M3MEHEHUS B IPaK-
THKE MEHEPKMEHTa, KOTOpble TPeOYyIOT CEpPbEe3HOT0 aHAIN3a U OCMBICIICHUS. B cBs3H ¢ 3THM, He-
00X0/IMMO TIOHATH, B YEM 3aKIIIOUAIOTCS CyTh U3MEHEHHUH, B KaKOW Mepe JTaHHbIE TPeoOpa30BaHus
COOTBETCTBYIOT CJIOKMBIIMMCS TEHICHIMSM, HACKOJIBKO OHU YCTOHUYMBBI, KAKOBBI MEPCIEKTHUBBI
UX JaJbHEHIIEro MpUMEHEeHHUS.

Mangemust COVID-19 ceirpana poiabs CBO€OOpa3HOTO CTpecc-TeCTa AJisi CUCTEM MEHEI)KMEHTa
NPEINPUATHIA U BCKPbLIA PSI UMEIOMIUXCSA TPOOIeM.

B nanHoO# crarbe OBUTH MPOaHATU3UPOBAHBI MPOOIEMbI CUCTEMBI MEHEIKMEHTA KOMITAaHUH,
BbI3BaHHbIE MMaHJeMHUel KopoHaBupyca. [IporeMoHcTpupoBaHo, YTO MacCOBOE BHEAPEHHE yallCH-
HOM paOOThI UMEET MEPCIIEKTUBBI JaIbHEHINEro pa3BUTus. M3ydueHbl MpOn30IIeNINe N3MEHEHHS
B (DYHKITMSIX MEHEIDKEPOB U B CTPYKTYpPax YIpaBICHHUs KOMITAHUSAMHU. PaccMOTpEeHBI BO3MOKHOCTH
[IIMPOKOTO PA3BUTHUS CAMOYIIPABJICHHUS.

KiroueBble cjioBa: maHIeMUs, CTPECC-TECT, MEHEKMEHT, JeSITEeIbHOCTD, IPEANIPUITHE, Yaa-
JIeHHas1 paboTa, KPU3HUC, IEPCOHAI.

Introduction. The COVID-19 pandemic  to a high degree of uncertainty. This situation is
show signs of a landscapescale crisis — an  disorienting, creating a sense of loss of control
unexpected event or sequence of events of and a powerful emotional shock.
enormous scale and staggering speed, leading
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It is too early to sum up the results of
the Covid-19 pandemic, but its various
consequences for the global economy have
already become quite clear. One of the most
notable effects has been the rapid mass transition
to remote work. If at first such a transition
could seem like superficial fluctuation that
does not affect any important characteristics
of economic life, today it is clear that this is
not the case. As a result of this phenomenon
or in connection with it, there have been quite
significant changes in management practice
that need serious consideration.

The circumstances of the COVID-19
pandemic make extraordinary demands on
executives. The global scale of the disease and
the absolute unpredictability of the economic
situation make business decisions difficult.

Modern conditions serve as a tough exam
for the management of companies. Those who
passed it successfully have all the chances to
successfully overcome the crisis. In turn, the
mistakes of top managers and their wrong
actions during the crisis inevitably lead to
problems and pose risk of bankruptcy. The
pandemic has demonstrated the need to develop
new approaches to managing companies.

Therelevanceofthearticleisthatinthemodern
world economy there is a pronounced need to
introduce a well-organized management policy
and management economics, based mainly on
the management of already implemented socio-
economic models and mechanisms, as well as
on the constant identification of new ways and
solutions in various stages. The correctness of
the choice and the correct organization of such
management decisions determine the potential
success of the organization in overcoming
crisis situations.

Materials and methods. Correct strategic
planning, which consists in working out
probable ways of developing a crisis, is the
basis for solving problems that constantly

arise at critical times in the field of managerial
economics. It allows the company to
quickly reorganize existing mechanisms and
introduce progressive solutions to get out of
the current situation. With the onset of the
crisis, companies are faced with unforeseen
expenses, a slowdown in the turnover of
financial resources, a decrease in demand for
goods and services, as well as other negative
consequences associated, among other things,
with the economics of management. Managers
are faced with a serious task of reconstructing
the crisis management system for the current
conditions, which consists in constantly
improving approaches to economic aspects and
administration.

Simultaneous improvement of strategic
management processes and methods of anti-
crisis stimulation of production significantly
reduces the vulnerability of the organization
in destabilized times. The crisis is considered
in this provision as an event that goes beyond
the boundaries of the standard course of
economic and political trends, which leads to
the instability of the market and organizations.
A current example of such an event, of course,
can be called a pandemic, which negatively
affected all spheres of human activity. The
complicated epidemiological situation has
dealt a severe blow to the global economy
and company management methods. One of
the main principles of the plan of anti-crisis
economic management lies in the philosophy
of the management of companies to overcome
crises. To identify solutions in such cases,
managers must work at an accelerated pace, as
there are time and resource constraints, and all
necessary actions and proactive decisions must
be taken in a timely and efficient manner.

Results and discussion. The pandemic has
shown the need for change in the company’s
management. Firstly, the middle managers,
whose traditional activities have begun to
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lose relevance, should be noted in advance
that the range of tasks of the members of this
group is largely blurred, depending on the
characteristics of the organization; What is
undeniably universal is only their common role
as a kind of intermediary between lower and
higher managers. It includes the distribution
of top management tasks to subordinates, the
creation of the necessary conditions for their
work, control over their actions and informing
managers about the fulfillment of tasks.
Although different types of leaders solve these
problems by different methods, significantly
differentiating their content, the essence
remains practically unchanged. So, remote
work has significantly reduced the importance
of all these functions.

There are reasons to believe that this is a
long-term phenomenon, not limited to the covid
period. In support of this position, the executive
director of the Future Forum consortium, B.
Elliott, gives the following arguments [1]: the
transition from a rigid workday framework to
flexible schedules makes it possible to cope
much better with a number of problems that are

66%

of employers are reconfiguring
office spaces for hybrid work

73%

of employees want to remain
flexible remote work options

relevant for employees and for the company as
a whole; a significant part of communications
is transferred to the digital environment,
which simplifies them and makes them more
transparent; the widespread use of digital tools
facilitates the control. Indeed, businesses have
realized that physical presence in the office is
not a prerequisite for successful operation; as
a result, a study conducted in May 2021 [2]
showed that 70% of companies planned to
switch to a hybrid model combining office and
remote options, and many have already made
this transition (for example, Adobe, Salesforce,
Spotity, Twitter).

According to the annual report Work Trend
Index published in March 2021, 66% of
employers around the world are reconfiguring
office spaces to accommodate hybrid
workplaces. Additionally, the World Trend
Index report shows that 738 of workers want
to keep the options of distant work. At the
same time, the survey illustrates that 67% of
employees want more in-person work, which
will require employees to return to the offices

[3].

67%

of employees want more
in-person work

Picture 1- The results of Work Trend Index survey [3]
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Also, surveys of office workers from 6
countries (USA, UK, France, Germany, Japan,
Australia) show that they are ready to maintain
a flexible work model even after the pandemic
is over [4]. As part of the annual FlexJobs
survey, conducted from July to August 2021,
58% of respondents reported that they want to
work completely remotely after the pandemic,
and 39% — under the conditions of a hybrid
model [5]. This implies the prospects for
transferring communications and control to a
digital environment: if the remote format and
flexible schedules are widely distribution, then
the mass digitalization of these two functions is
inevitable.

However, it would be wrong to say that we
are dealing with something fundamentally new:
the epidemic spurred on this transformation,
made it more visible, but did not become its root
cause. Flexible work schedules have been used
for several decades in different countries, C.
Handy identified the most important advantage
of working outside the office is the ability to
“reorganize the work process so that it best
suits what we want way of life” [6, p. 192].

Personal computers began to influence
the work of middle managers from their very
appearance in the 80s of the twentieth century,
including their interaction with both managers
and subordinates. Computers “eliminated some
of their functions and changed others, enabling
senior managers to receive information directly
at their desks directly from the source, instead
of filtering it at the level of middle managers”
[7, p. 43]. At the same time, “there is no need
for scheduling, coordinating work tasks,
planning current production tasks, transferring
strategic information, since these administrative
functions are successfully implemented by
computer systems and work groups without
the participation of middle management” [ 6,
p. 68]. By the way, it is hardly coincidental that
during this period it was “middle managers as

a social group that experienced a particularly
strong influence of various economic and
technological changes in production” [4, p. 43].

L. Gratton, founder of the HSM consulting
company predicted that the classic job of
a middle manager would soon disappear,
because, on the one hand, new technologies
provide instant feedback, and on the other hand,
everything self-managed teams are becoming
more widespread. Her research showed that
Generation Y workers “do not see the point
in reporting to someone who simply monitors
what they are doing” [8]. Even 10 years earlier,
K. Klok and J. Goldsmith announced the
inevitability of a radical change in managerial
work: “Functions traditionally attributed to
the competence of the middle management
gradually die off as soon as the organization
begins to consistently simplify the management
structure and form self-managed teams » [9, p.
109].

Thus, we can talk about the acceleration of
long-established trends: history — at least in
relation to the area under consideration — has
not changed direction, it’s just that the future
has come earlier.

On the other hand, managers will not be left
without work, just as they were not left without
it during the implementation of the ideas of F.
Taylor and with each subsequent rethinking
of the basics of employee motivation.
Traditional tasks are being replaced by new
ones: developing operational norms and
workflows for their teams that do not depend
on synchronous face-to-face communication;
remote rallying of teams, which involves
“creating and maintaining strong social ties,
agreeing on a common mission and vision” [2].
The previously mentioned millennials, rejecting
administrative control, highly value “mentoring
and coaching from those they respect” [8] —
these functions create the basis for effective
management in the new conditions and cannot
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be shifted to any on whose shoulders.

At the same time, some reduction in the
total number of middle managers is still very
likely, since the tasks that come to the fore
place higher demands on their qualifications,
but do not require them. The resources of
organizations should be spent “on supporting
a small group of passionate leaders” [2], and
this happens by saving on transactional leaders,
the need for which is reduced. This process,
which can be called a vertical contraction of
organizations is intensified by their horizontal
compression — a reduction in areas of activity
and a corresponding decrease in the number
of full-time employees due to the transfer
of part of the function’s freelancers and
outsourcing. “Price wars and the struggle for
quality are forcing companies to reduce staff to
a minimum number of employees whose only
function is to serve the needs of customers,
and a small core of managers who perform the
functions of finding and retaining consumers”
[4, p. 33]. Both processes lead to the fact that
organizations become flatter.

The trends under consideration are not
universal, manifesting themselves in different
ways depending on the characteristics of the
country, industry, type of activity, period. Thus,
according to a study published in June 2020 by
J. Dingel and B. Neiman, in the United States,
one of the world leaders in the use of the remote
work model, it can be used in 37% of jobs from
their total number, primarily — in information
technology,  education, law, financial
transactions, management, architecture and
engineering, trade, entertainment, mass media
[9]. The global number of freelancers before the
pandemic was estimated at 160 million people.
[2]; at the beginning of 2020, the total demand
for their services fell by 32%, but the market
quickly recovered and continued to grow [10].

So, moving to remote work of full-time
employees, expanding freelancing and the

formation of self-managed teams — these are
three processes that actively influence the
activities of middle managers, and they act in
the same direction. However, their development
does not say anything definite about the
expected results since they depend on the
specific features of the management paradigm
and the context of its implementation.

The pandemic has also raised the issue of
employee self-government and management
credibility. Leaders need to abandon the
seductive in its simplicity ideology of the power
vertical, which excludes initiative and implies a
lack of trust: “In order for a flat structure to work
effectively, you will have to make great efforts
and help ordinary employees make the right
decisions, and not punish them for mistakes”
[11, p. 126]. Indeed, very serious efforts are
required here, since it is necessary to create
comprehensive conditions for the systematic
involvement of employees in management
activities and, in addition, to radically change
one’s own understanding of this activity. It is
difficult to say how much such restructuring
is possible within the same person, but in a
competitive environment, the effectiveness
of the organization takes precedence over the
character and persona of the top executive —
even if he is also its owner.

Another prerequisite, equally necessary
— the willingness of employees to make
decisions on their own — is determined by
several circumstances, among which again
appears trust. We note right away that distrust
of the leadership practically excludes such a
model: behind any innovations one sees deceit,
“following the proposed path is the same as
cutting the branch under oneself,” etc. Even
if you first accept such a “Trojan horse” as a
gift, contradictions will inevitably come out,
and the conflict can be unleashed from any
side. The opposite situation — significant trust
— can lead to two opposite results. On the one
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hand, employees do not doubt the seriousness
and thoughtfulness of the expressed intentions,
that the new management concept will benefit
them; on the other hand, in case of their social
immaturity, they can, even unconsciously,
sabotage its implementation.

K. Klok and J. Goldsmith give an example
of an organization where, in connection with
the creation of self-managed teams, the middle
management was abolished — and this was
opposed by employees who were used to
receiving detailed instructions and, “feeling
their insecurity and certain risks, were seriously
concerned about the risks of making mistakes”
[6, p. 37-38]. Of course, such curiosities are
unpleasant, but the resistance is overcome by
enlightenment, if competent explanatory work
1s carried out; but distrust is more difficult to
deal with — it requires, among other things, a
long time. Thus, the higher the trust, the greater
the chances for the effective use of flat structures
and for the positive effect of the implementation
of the processes under consideration.

According to the 2021 edition of the annual
Edelman Trust Barometer report [12], 76% of
survey participants in 28 countries trusted their
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employer — this is more than business (61%),
non-governmental  organizations  (57%),
government (53%) and the media (51%); by
country, this figure ranges from 58% in South
Korea to 92% in Indonesia. In terms of personal
trust, here, on average, company executives
ranked second among their employees (63%)
after scientists (73%), ahead of other company
executives (48%), journalists (45%), religious
leaders (43%) ) and government leaders (41%).
Information from their employer is trusted by
61%; it is noteworthy that only 44% of the
respondents trust the information about the
company coming from its first person.

The above results suggest that in this
aspect there are opportunities for the global
application of flat structures, since much more
than half of the participants in a representative
survey gave the necessary answers for each of
the countries, or at least on average for their
entire population. And yet, given the inevitable
conventionality of such conclusions, it makes
sense to supplement the assessment of the
situation with a more general characteristic,
namely, the average level of trust in public
institutions in a given country. But here the
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Picture 2 — Trust in my employer in 27 countries [12]
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picture changes: separate calculations for
advanced participants (criteria: age, education,
income, interests) and others revealed, firstly, a
significant gap between these two groups (16%
on average), second, leadership in both groups
of Asian countries (China, India, Indonesia,
Saudi Arabia). In addition, almost half of the
countries in the second group fell into the zone
of distrust (below 50%): these include the UK,
the USA, Japan, Brazil, France, etc.

All this remains relevant for management
in the absence of constant personal contact
with employees, even without flattening the
structure. Stating that such organizations are
built on trust, Ch. Handy asks a rhetorical
question: “But how can you trust someone you
don’t know, who is not committed to the goals
of the organization, who can let you down?”
[11, p. 220-221]. It is difficult to disagree with
the fact that “in the absence of a common goal,
the private tasks of employees come to the fore.
If teleworkers think they are only working to
enrich some unknown shareholders, they are
unlikely to do more than what is required
of them” [11, p. 221-222]. In this regard,
however, another question arises: why does
an organization need employees to do more
than is required? Perhaps this is generally an
accidental reservation, which should not be
given much importance?

For employees to conscientiously follow
the goals and mission of the company, it is
required not only to be aware of them, but
also to accept them as the highest priorities of
their own activities. Neither one nor the other
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will arise by itself — independence expands
the range of possible actions but does not
affect their direction in any way; the idea of
self-management, designed to maximize the
potential of employees and, thereby, increase the
competitiveness of the company, can give rise
to separatist sentiments, and ruin the company.
It poses new challenges for management.

Conclusion. The global pandemic of
coronavirus has affected all spheres of human
activity and drew attention to shortcomings
and weak links in them. Management
decisions taken in such difficult times for
all require professionally trained specialists
and a qualified management system both at
the level of a particular company and at the
level of entire countries. The high pace of
technological development in the IT sector and
communications has opened new opportunities
for solving the problems of management
economics and ensuring stability at all
production levels of organizations.

The COVID-19 pandemic 1is testing
the strength of leaders in companies and
organizations in all sectors around the
world. Its effects are likely to last longer,
and present greater difficulties than initially
expected. However, the pandemic has already
demonstrated the need for changes in the
management of companies. The remote
work has development prospects but will
entail changes in the company’s management
structure. At the same time, remote work raises
the issue of self-management, and trust between
employees and managers.
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