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Introduction

British Airways is the largest airline in the United Kingdom, based on fleet size and carried passengers. They provide domestic and international air services. Their headquarters are in London, England near the Heathrow airport. 
It is clear that the British Airways have interesting history, because they are more than 100 years old and dating back to the World War I. This big company had many ups and downs during the years. Officially in 1974 the British Airways was formed by 4 companies – Northeast Airlines, Cambrian Airways, British European Airways and British Overseas Airways Corporation. 
This report aims to go a little bit deeper in the organisational culture of the company British Airways. As Hofstede, 2016 says organisational culture is the “way in which members of an organisation relate to each other, their work and the outside world in comparison to other organisations”. We are going to see more about their own cultural practice and get familiar with their organisation.  

Cultural practice
British Airways' cultural practices are about how they organize, their rules and procedures and their beliefs. They have implemented exclamatory hierarchy system where the information is passed down from the board of directors to all the employees down the steps. 
British Airways cultural practice is to work equally with people from different backgrounds. They treat everyone with respect, and they are not influenced by factors like age, sex, ethnicity or religion. British Airways say in their website: ‘We celebrate different perspectives, backgrounds and experiences and recognise that diversity is a powerful force for change. We want our workforce to be more reflective of the world we live in and the global communities we serve.’ 
This company put their stakeholders at first place and provide an amazing service for their customers, ensuring their safety by always providing maximum security. 
British Airways (BA) is a large airline company with a complex organizational structure. While organizations may adopt various structures, BA employs a functional structure, which is commonly found in large companies. In this type of structure, employees are grouped based on their specialized functions or areas of expertise, such as finance, marketing, operations, and human resources.

The functional structure of BA enables specialization and expertise in specific areas, allowing employees to develop a deep understanding of their respective functions. It promotes efficiency and coordination within each functional unit. However, it can also lead to silos, where each department focuses on its own goals and objectives without sufficient collaboration with other units.



Corporate Structure 
British Airways is a publicly traded company that comprises three subsidiaries: British Airways city flyer, open skies, and British Airways World cargo (Plunkett 2009). BA city flyer, operating from London City Airport, is a franchise of British Airways and provides domestic airline services in the European market. This subsidiary handle passenger transportation, cargo, and mail. Open skies, another subsidiary fully owned by British Airways, operates in France and America and began its operations in 2008.
Initially, Open skies was rumoured to offer exclusively business class services, but it later expanded to include economy class (Plunkett 2009). Due to the highly competitive nature of the aviation industry, BA was motivated by internal changes in the business environment, such as shifts in consumer preferences, as well as external forces like competition, to transition from a government-run corporation to a privately-run entity (Raktabutr 2007). As a government-run company, BA faced challenges in adapting its travel fares according to market conditions, making it difficult to compete with its rivals. This transition to private ownership brought about significant legal changes for BA and also necessitated various organizational changes, including shifts in organizational culture, corporate culture, and mission statements.
The model that is highly relevant to BA's transition from a government-run organization to a privately-run entity is Lewin's change model. As mentioned earlier, this transition resulted in significant structural changes within the company. Lewin's model describes the three stages that organizations typically go through during a transition: unfreezing, movement, and refreezing (Cummings 2008, p. 23). Each stage has different effects on the organization and its employees. British Airways underwent all three stages during this transition.
In the unfreezing stage, as a response to market changes, BA had to unfreeze its operational patterns that were previously characterized by strong government control. This strategy was developed by the management to facilitate change. The second stage of Lewin's model, the movement stage, also occurred during BA's transition as the management was determined to communicate its ideas to employees at lower levels.
To facilitate this transition, BA implemented several initiatives aimed at aligning employee tasks with the management's vision. These included the introduction of an employee bonus system and the establishment of a new airport terminal at their main operating hub, Heathrow. Additionally, the company invested significantly in acquiring a new training facility at Chartridge House. 
In the refreezing stage of Lewin's model, BA sought to solidify its organizational changes by implementing a new behavioural system. For example, a performance appraisal system was established to recognize employee excellence in customer service and marketing (Raktabutr 2007, p. 12). It was expected that these changes would motivate employees to embrace the new organizational shifts in order to receive monetary rewards.
To complement these changes, BA introduced new symbols, such as logos printed on employee uniforms, company aircraft, and public displays, to represent the company's renewed commitment to customer service. The motto "we fly to serve" was adopted as part of the company's transition (Raktabutr 2007).
Regarding leadership styles, BA's extensive operations led to the predominance of an autocratic leadership style. This leadership approach resulted in a decline of core values like customer quality and service excellence, and BA's shares plummeted by nearly 40% during that period (Raktabutr 2007). However, by following their values and putting some hard work, the company shifted towards a transformational leadership style.
During the that time CEO of the company is Willie Walsh. His leadership transformed the company style. Changes implemented by Walsh after assuming leadership underscored the simplification of BA's hierarchical structure, reducing the levels of distinction between top-level and bottom-level management (Raktabutr 2007). This management structure provides wide support for the company's transformational leadership approach as it facilitates the CEO's ability to instil enthusiasm and vision throughout all levels of the organization. It has also enabled the CEO to assemble a dedicated team to assist in realizing the organization's goals.
Upon evaluating the shift from autocratic leadership to transformational leadership, it becomes evident that BA's leadership transition aligns with the contingency theory of leadership. According to this theory, the prevailing environmental factors determine the most suitable leadership style for an organization. It emphasizes that different situations call for different leadership styles, and the success of an organization depends not only on leadership qualities but also on the loyalty, performance, and environmental support of its followers.
The management and leadership styles employed by BA significantly impact the company's direction, as they are integral to its efficiency and productivity. The achievement of organizational goals heavily relies on effective leadership and management. In a competitive industry like BA operates in, continual innovation and improvement of customer service are essential, necessitating the initiation of operational changes. Management and leadership play a crucial role in implementing such changes, guiding employees towards the company's desired direction.
By exhibiting effective management and leadership, employees gain confidence in carrying out their tasks and contribute to achieving organizational goals. This confidence is further enhanced when leaders and managers emphasize the significance of employees' roles within the organization. Optimum productivity is achieved when management demonstrates how employees can fulfil these goals, while fostering a sense of cooperation and morale among the workforce.
In summary, an organization's management and leadership styles outline its direction, as they determine its productivity levels and competitiveness compared to rivals. These styles define the organization's blueprint for success and guide it towards its desired position in the industry.

Company Culture 
Different organizations adopt different types of organizational cultures based on their nature. Tharp (2009) identifies four main types of organizational culture: collaborative, creative, control, and competitive cultures. Each type has its own characteristics and values.
The collaborative culture promotes a friendly and open environment where leaders are seen as mentors or parents of a large family. Group solidarity and long-term relationships are highly valued in this culture, with a strong emphasis on teamwork, participation, and cohesiveness.
The creative culture places a strong emphasis on innovation and risk-taking. Individualism is encouraged, and success is measured by being a leader among peers. "Thinking out of the box" is a key philosophy in this culture.
The control culture is characterized by a highly structured interaction between employees and their superiors. Rules and procedures are emphasized, as stability is considered the ultimate goal for organizations with this culture.
The competitive culture focuses on job accomplishment and winning. Leaders in organizations with this culture push for high performance and the ultimate goal is to be the best in the industry.
British Airways (BA) has adopted a competitive organizational culture following its privatization. The company's emphasis shifted from "safety" to "competition" as its corporate mission objective. BA strives to be the top airline company in its region and places a strong focus on effectiveness and high performance.
BA's organizational culture, particularly its competitive culture, aligns with the findings from secondary research on the competitive culture. The emphasis on success and accomplishments in the competitive culture resonates with BA's focus on posting good profits and demonstrating success in the aviation industry. Leaders in organizations with a competitive culture are described as hard-driving and demanding, and this can be observed in BA's leadership approach, which puts pressure on employees to deliver results. This pressure is fuelled by past periods of financial losses experienced by BA.
BA's motivational framework is based on financial rewards, which is consistent with the principles of the scientific management theory proposed by Frederick Taylor. According to this theory, people are motivated by financial incentives, and rewards are necessary to boost productivity.
Additionally, Maslow's theory of motivation supports BA's motivational framework by highlighting that individuals strive to satisfy basic needs before moving on to higher-level needs. Financial upgrades, such as bonuses, play a role in satisfying higher-level needs, such as safety needs.
Overall, BA's organizational culture and motivational framework align with the concepts and theories discussed in secondary research, emphasizing the importance of financial incentives and the pursuit of success in motivating employees.
Conclusion
In conclusion, the transition of BA from a government entity to a private entity has influenced its organizational culture and processes. The adoption of a competitive culture and a motivational framework based on financial rewards is expected to increase the company's profitability and position it as an industry leader once again. To ensure future success, BA should focus on product innovation strategies to meet the diverse demands of its customer groups. 
In addition, implementing hedging practices can mitigate the impact of fluctuating crude oil prices, which can significantly affect the company's financial performance. By adopting hedging strategies, as seen in the success of Southwest Airlines and other industry players, BA can improve its prospects for generating favourable returns.
By embracing these strategies, BA can pave the way for its future success and enhance its profitability in the aviation industry.
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