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	Organisational culture, structure and workforce motivation are vital ingredients that directly influence corporate performance, profitability and competitive advantage in almost all industries. Thus, modern management teams and leaders must understand these essential elements and their influence at the workplace to enhance the firm's capacity to achieve such beneficial aspects. For instance, successful cultural integration across most workplaces tends to enhance interdepartmental communication or the communication framework and other positive influences on performance (Pathiranage, 2019). On the other hand, an organisation's structure generally involves the hierarchy and authority lines that mostly influence every business area. Such aspects are vital to British Airways (B.A.) business strategy and organisation, which is among the most successful U.K. global airlines that majorly connect places, individuals and various cultures across the globe. Headquartered in Harmondsworth, United Kingdom, B.A. is U.K.'s largest airline that merged with other regional airlines to become a worldwide network that currently employs over 50000 workers, operates hundreds of aircraft and performs significantly well (Airways, n.d.). Most of these aspects apply in B.A.'s workplaces and have progressively led to multiple contemporary changes to various management, leadership and business practices. This report further examines relevant theories, B.A.'s corporate culture, culture and various factors that influence employees, behaviours or this brand's performance, among other close competitors in the airline industry. 
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	While it was once the world's leading airline, dating back to early 1935, B.A. is the nation's largest and most prominent airline due to its vast fleet size, global presence and other unique aspects. The firm's mission is "To fly and to serve" and seeks to enhance responsible flying or other favourable customer services (Kotler et al., 2019). B.A. operates in more than 160 global destinations and has a 70-states market presence (Tckhakaia, Cabras & Rodrigues, 2015). B.A. has progressively undergone changes and growth, including the massive inception of various airlines like British Overseas Airways Corporation (BOAC), British European Airways (B.E.A.), and Northeast and Cambrian Airways. B.A. was run by the national government before the firm's privatization in 1987 and has since expanded to such regional markets or locations. BA is also a One World Alliance member and has other strategic partnerships that closely influence its business strategy and management. 
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	B.A. is a public limited firm with multiple subsidiaries like the B.A. Open Skies, B.A. Airways World Cargo and the B.A. City Flyer (Karami, 2017). Besides such subsidiaries, B.A. has multiple branches worldwide and is divided into several departments like imports, customer service, finance and sales, settlement and others. B.A.'s structure is unique and is under a general manager's leadership who also answers to the brand's board of directors.
Similarly, the global locations or branches have their branch managers and various subordinate workers who answer to the current C.E.O., Sean Doyle. Other strategic changes, like splitting B.A.'s marketing team to join the commercial and customer experience enhancement teams, aim to restructure the firm's marketing or competitive strategies and improve performance (Karami, 2017). Also, while B.A.'s control by the national government influenced management and leadership practices, most practices today have arguably been transformed based on Doyle's transformational leadership, among other leaders. However, according to the contingency theory, any similar large company's success and performance may not be solely determined by leadership. Thus, an effective leader should intrinsically consider other critical business operations and factors that influence leadership and business performance.
	Nevertheless, this transformational leadership style has enhanced B.A.'s enthusiasm to influence the low-level workforce towards effective performance and the new C.E.O. to have a more detailed interaction or team that can achieve B.A.'s vision, among other prospects mentioned in the annual report (B.A., 2019). Other than leadership qualities, organisational success in any industry often depends on the corporate culture, employee satisfaction, competitiveness and customer loyalty (Pathiranage, 2019). Such aspects are also closely interlinked.
	B.A.'s hierarchical organisational structure and competitive workplace have a direct influence on the company's productivity, performance or efficiency than other brands in the U.K.  Like most private institutions, the vast top management-subordinates distance and significant segmentation across B.A.'s key functions define the firm's performance and may often lead to multiple human resource issues. More specifically, such formal organisational structures can further influence the workplace culture and contribute to workers' further depersonalization, which is not ideal in any modern business environment (Stouten, Rousseau. and De Cremer, 2018). Subsequently, adopting some of these practices may often lead organisations to adopt various cultures that define performance. The main organisational settings include collaborative, competitive, inventive and control cultures. 
	Generally, B.A. is heavily organised and has mostly adopted a competitive workplace culture since the firm's privatization (Karami, 2017). Competitive cultures majorly involve the organisation and focus on work or project completion. Thus, the top management may expect specific formal guidelines to be strictly followed, and the workers may be mostly unified by the need to 'win.' Thus, B.A.'s management emphasizes the need for this brand to be the best in the airline industry and other unique aspects of the company's vision. These workers may also often need more major contributions to the corporate decision-making process due to the overall power centralization in the firm. The lack of any effective mutual relationship between the management and subordinate workers can influence job satisfaction and performance.
	Similarly, B.A. has faced multiple human resource and brand image issues in the recent past due to such aspects, which proves it is vital to include favourable authority delegation practices in the corporate strategy. Also, employee neglect and job satisfaction issues can directly influence performance and customer service, which is also critical in the airline industry. Such issues have led to protests, performance or annual growth fluctuations and individual employee appraisal programs' issues (Karami, 2017). However, B.A.'s highly divisional structure also favours the employees due to the significant focus on tasks, roles and success. More importantly, this environment offers the workers adequate opportunities for further development in multiple sections within their roles and other aspects that enhance this culture and corporate performance (B.A., 2019). B.A.'s management also recognizes and values diversity across multiple business areas. 
	B.A.'s culture and mission include further respect and value for individual differences that often prevail in most modern workplaces. This airline's mission includes delivering excellent services that reflect or fulfil the customers' needs. B.A. strives to achieve such aspects and enhance competitive advantage by incorporating diversity in business operations (Karami, 2017). For instance, B.A.'s onboarding and recruitment programs attract and hire varying personnel from unique backgrounds to enhance this brand's capacity to reflect on such customer needs. Generally, corporate diversity and inclusion directly influence a firm's creativity, performance, culture and competitiveness (Cletus et al., 2018). Also, various diversity champions are vital members of B.A.'s top and middle management, who also oversee various employee interactions or group meetings that address workplace-related diversity issues. These issues may include flexible work practices, ethnicity, religion and gender-based issues. Such issues are communicated through B.A.'s official newspaper, online platforms, diversity forums and other methods. For instance, B.A.'s monthly newspapers like the 'Diverse Times' inform workers of some of the critical aspects, issues and achievements in this airline's corporate diversity initiatives (B.A., 2019). These tools are also applied in marketing to enhance brand image and performance. 
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While job satisfaction among workers directly correlates with motivation, multiple aspects of B.A.'s management practices and leadership style impact the workforce in various ways. Generally, this airline's organisational structure, decision-making system and communication methods define the workers' behaviour. More often, workers perform poorly and are unmotivated in unhealthy and heavily centralized systems that barely offer any opportunities for the subordinates to contribute to crucial decision-making (Ahmad and Raja, 2021). In this case, B.A. has a significantly centralized workplace, which is not necessarily evident considering most workers are offered enough space to be innovative, productive and creative in their roles. However, the top executives and board of directors may approve any major process and outcomes across the firm or employees' innovations. Such precondition may be necessary due to B.A.'s competitive environment or other aspects of the airline industry, but this bureaucracy can also further affect employee motivation and creativity. Subsequently, workers operate in a competitive workplace, and every employee seeks to enhance their creativity to convince the top management regarding their achievements or innovations' relevance. Other research further associates such practices with enhanced dampening of the overall workplace motivation, motivation and behaviours that harm corporate performance (Ahmad and Raja, 2021). However, other factors and factors associated with B.A.'s compensation strategy have beneficial outcomes for employee motivation and behaviour. 
	B.A. motivates the vast workforce in various ways that have progressively improved performance and the brand's competitive edge. For instance, B.A.'s management and subordinate workers are offered significantly market-competitive payments based on individual roles or other evaluations (Katie, 2013). Other benefits in B.A.'s compensation program include car packing, company bonuses, sports or leisure clubs, favourable income protection, flexible working hours, staff travel and the integration of employees' well-being in the business strategy (B.A., 2019). Some of these benefits may be essential towards survival, and various motivational frameworks can be used to explain the role of motivation in the modern workplace. Other relevant factors influencing employee behaviour include the degree of centralization, B.A.'s work culture, communication and overall leadership. 
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	Maslow's hierarchy of needs theory identifies multiple employee needs that can be arranged hierarchically to determine their priority in the workplace environment. Maslow's need levels majorly include physiological, safety, social, self-esteem and self-actualization needs (Acquah et al., 2021). These needs may be mostly enhanced through payment upgrades, and workers that have fully satisfied certain basic needs like clothing or shelter seek more funds to satisfy other higher-level needs (McGuire, 2012). Thus, the management is obligated to prioritize them, and these needs may change as time passes. B.A. strives to achieve most of these needs in the official compensation program and incentives, which have strongly influenced individual and business performance, among other metrics (B.A., 2019).
	On the other hand, Vroom's expectancy theory suggests that people are mostly motivated towards better performance when they comprehend that their extra effort will be rewarded and recognized (Acquah et al., 2021). Subsequently, organisational management teams can identify the employees' prevalent outcomes and behaviour to integrate the same into business operations. Such initiatives can affect employee behaviour and motivation as management teams may opt for performance as the critical motivational factor in the work environment and enhance other negative outcomes. Also, Vroom's theory can be used to explain the influences of limited employer-employee congruence on these management problems. Similarly, B.A.'s limited inclusion of the low-level workforce management majorly hinders or barely provides any 'expectancy' for them. This outcome has contributed to various minor or major human resource issues arguably experienced in many private institutions. 
	McClelland's acquired needs theory suggests that learning experience is a crucial factor influencing an individual or worker's motivation (Hiriyappa, 2015). This theory argues that employees can be categorized based on their needs, including the need for achievement, power and affiliation (Acquah et al., 2021). These needs may often depend on the individuals' experience and certain learning levels. Thus, employees in certain levels may be motivated by identifying various needs associated with another level. B.A. may only sometimes use such practices but has often used various training programs and opportunities that uniquely benefit the workers within their roles. 
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	B.A.'s success is closely attributed to the significant organisation, global presence, strategic implementation and the firm's centralization that ensures the brand remains competitive in various ways. Nevertheless, centralization and various management methods or aspects can negatively impact work culture, motivation, and satisfaction. B.A.'s hierarchical structure further limits decision-making mostly to the top executives, which may be closely linked to multiple management and performance issues, let alone other long-term benefits. While no single initiative may necessarily lead to positive change in this private institution, the management teams must reconsider some modern strategies to revolutionize workplace inclusion, performance and culture. However, B.A. is a top performer in the U.K.'s airline industry and has since benefitted significantly from the transition to a private entity from being operated by the government. Other strategic changes may also restore B.A.'s global performance against other close competitors like Emirates Airlines. 
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