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Today, in the conditions of competitive environment and the dynamic change of the market, the way in which an enterprise works is vital. Setting achievable and adequate long-term and short-term goals, reaching a sufficient number of clients, selection and appropriate management of human capital, monitoring of implementation and timely resolution of management changes are parameters that are interconnected and interacting and underlie the development of the enterprise .
One traditional view of organisational performance is that it reflects the extent to which the organisation has achieved its goals. The goals are the desired results that the organisation strives for. Many world experts share the opinion that it is both inappropriate and harmful for the health of the organisation to determine organisational performance only on the basis of financial and accounting indicators, ignoring other indicators of organisational performance such as customer relationships, internal business processes, indicators for quality, knowledge and development such as employee satisfaction, training, skills development, etc. The formulated by McKinsey Organizational Health Index (OHI) could help companies to find out their organisational health level. The 9 elements of the Organisational Health Index such as culture, structure, leadership, motivation, include 37 practices which measure organisational effectiveness and help companies to keep their performance high.
In the context of leadership, culture and organisational structure, the present study aims to describe their impact on organisational performance using the airlines service provider British airways. 
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Jackson and Morgan (1986) defines the organisational structure as a relatively constant distribution of job roles and administrative mechanisms that creates a model of interrelated work activities and allows the organization to manage, coordinate and control its business activities.
One of the main tasks of every senior manager is to form the organisational structure of the company, as well as to change it in a timely manner when there is such a need. The organisational structure is one of the most powerful tools in an organisation's efforts to be efficient and competitive. In general, these are sets of management bodies and units located at different hierarchical levels and interconnected in such a way as to ensure the implementation of relevant activities in different functional areas. The literature distinguishes the main types of organisational structures - functional and divisional.
This case study illustrates the organisational structure of British Airways announced in 2016, aiming for the most effective use of the human resources and achieving the organisation’s goals. 
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Figure 1: BA’s organizational structure

With its flat structure, British Airways minimises the number of management levels but gives a wide extent of control of the managers. On the other hand, British airways is a customer-oriented company that imposes adoption of a divisional structure. It allows the middle management to have more control over the processes. Daily decisions are decentralised and taken "on the spot" in the relevant unit which allows flexibility and quick response to changes in the environment - competition, technology, consumer demand. Top management, in turn, focuses mainly on the big picture and strategic goals, as well as on providing business units with the necessary support and resources to work successfully. A weakness of the divisional structure is the duplication of resources and activities which results in increased administrative costs. It is more difficult to achieve economies of scale, as individual business units have autonomy in conducting their policies. Also, individual business units may conflict with resources allocated by the central government. Another disadvantage is the complicated coordination of interaction between the individual units and difficulties in implementing a unified company policy.

Negative impacts of structural reform on motivation and performance
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Figure 2: How change influences performance

Often, a change in organisational structure leads to a slight or significant reform in the organisational culture as the employees adapt to the newly set standards. As much as the values, assumptions and artefacts remain unchanged, the motivation of employees is either affected positively or negatively. For instance, reforming management positions in the organisation change communication channels where some teams will find it challenging to report to someone different who is not used to handling such concerns (Král and Králová, 2016, pp. 5171). In this case, the employees will find themselves having to bear with countless challenges such as miscommunication and increased workload for some employees, affecting their motivation which will affect their capacity to deliver positive outcomes. With time, the manager will choose to quit which will severely affect his or her capacity to remain productive (Warrick, 2017, pp. 401). A restructure could result in employee confusion as they seek to understand how to align the reformed structure with the customary organisational culture. This confusion could reflect in their routines and significantly affect their motivation (Abratt and Mingione, 2017, pp. 131). Demotivated employees always provide derailed results, and that would be the new norm at British Airways.
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Organisational culture is a perception whose unambiguous definition is difficult. Atkinson clarifies organisational culture through assumptions (rules) about what is acceptable and unacceptable, what behaviour is encouraged or sanctioned. Schein (2010) defines organisational culture as a system of beliefs and values discovered, established and developed by a group in the process of dealing with the problems of external adaptation and internal integration and accepted as valid by all members of the organisation as a fair way to perceive and solve these problems. It is the organisational culture that distinguishes companies from each other - it is their unique advantage. 
 Building an organisational culture includes actions such as collective pursuit of the common goal, promoting internal competition between employees to achieve impeccable service, ensuring continuity, supporting the attraction, retention and professional realisation of managers of all units (Silva and Hickman, 2018). 
Handy (2007) defines the following four types of organisational culture: sovereign (power culture), role culture, task culture, and personality culture.
Organisational culture has a lot to associate concerning organisational structure and preferred leadership styles (Binder, 2016, pp. 191). In many ways it defines the preferred organisational structure and the style of leadership. However, the structure is a partial determinant of the preferred organisational culture and the leadership model (Felipe, Roldán and Leal-Rodríguez, 2017, pp. 2354). 
This review's primary objective is to evaluate prospects of culture at British Airways and their effects on performance.
Organisational culture is becoming a prerequisite for efficiency, a way to overcome the crisis with the motivation, attachment and commitment of employees. It is becoming a leading competitive advantage for companies. Culture interrupts the rational view of the organisation and focuses on the informal structure, as part of the formal, and seeks relationships between the beliefs and behaviour of the members of the organisation and the overall group effectiveness.
British Airways organisational culture is based on how all teams and members organise themselves, what they profess, their daily procedures as well as their rules (Mills, 2017, pp. 5). The company has long thrived on a set of organisational practices. Based on what has been mentioned above, organisational culture serves as a profound tool that impacts people's behaviours in an organisation such that the result is a set of more effective and productive teams. It has been acknowledged for the fact that it assists teams to understand their capacities and abilities, thereby allowing them to fruitfully integrate their abilities and skills into a set of organisational objectives to realisation.
British Airways has practised both task culture as well as role culture, which are categories of Charles Handy's cultural models. Role culture comes in cases where an organisational structure is well recognisable, and the team members know what they are supposed to do and who to answer to clearly (Shahzad, Xiu and Shahbaz, 2017, pp. 69). Task culture, on the other hand, is composed of different assignments. For instance, an assignment could reap some benefits for some members when they have to be continuously encouraged, empowered and motivated to effectively come up with productive decisions on behalf of the respective teams.
British Airways’ organisational culture advocates for a fair treatment that brings together different people with different abilities, skills, sex groups, age, ethnicity, faith as a means to help them supply their consumers with the best and most high-quality services. The organisational culture, structure and leadership combine efforts to establish a convenient environment for all their clients. This means providing them with all amenities such as security, reliability, efficiency and comfort whenever the clients chose British Airways airline services (Bratton, 2020). The airline's organisational culture is dedicated to having not only the client's considerations deliberated but also the employees’.
According to Schein's model the organisational values are focused on organisations cultural ethics which are exhibited via an organisation's vision statement, mission and objectives. Assessing what the organisation's desires to achieve helps understand what the organisation’s values are. For instance: honesty and integrity (Darling, 2017, pp. 65).
For long British Airways has been successful because of its high regard for its employees. They have a critical role in coming up with the values that outlay the organisational culture. The airline works to ensure that they have the employees in a positive attitude as a means to impose an effective organisational structure. In this respect, positively framing employees' attitudes, the airline develops a resilient organisational culture, leadership practices as well as organisational structure (Aguirre, Ro, Buvinic, and Papic, 2017, pp. 35). With this, the practised values reflect in British Airways’ mission and vision statement such that they make all clients of the airline feel safe and confident that every single flight serves as a chance to make the world a better place by taking care of the world. (Alexiou, Khanagha and Schippers, 2019, pp. 160). 
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Researchers define leadership in terms of their own perspectives and the specialised profile that interests them most. One of the utmost authoritative researchers of leadership Stogdill and Bass (1981) conclude that "... there are almost as many different definitions of leadership as there are persons who have attempted to define the concept."
Robert Kaplan  and David Norton (2010) believe that leadership is an activity at a higher level than management. According to the two researchers, management seems to place too much emphasis on control, deep knowledge of the systems and processes in an organisation, at the expense of education in creativity, adaptability and learning.
Leadership can be defined as the art of inspiring a group of people to behave and act in a manner that seeks to achieve a common objective. This means that a leader has to direct colleagues and employees with a strategy that delivers the set goals (Warrick, 2017, pp. 397).
According to Schein (2010), culture is established and strengthened through the relationships and interactions of people between them, it is formed by their behaviour. When there is an influence on the formation of values and behaviour of others, it is leadership and this process creates conditions for the formation of a new culture.
The autocratic style of leadership in BA is the reason for the poor performance of the company in the period 1996-2000 (Raktabutr, 2006). This style of leadership has led to the destruction of the company's core values, namely the high level of customer service and quality. With the liberalisation of the market and the privatisation of the company, BA has undergone a transformational style of leadership. This leadership approach avails to be more rigid and hierarchical in a manner that reflects the airline’s objective. The leadership liaises with the airline's structure such that top-level management can easily interact with the bottom-level management. This structure benefits the airline’s leadership style since it is easy to pass down enthusiasm to all employees coherently. It becomes easier to realise the airline’s vision and mission. The British Airways organisational structure serves as an epicentre of the organisation's operations internally and externally. This means that whenever there is escalated competitiveness, the British Airways leadership steps in to adjust the organisation's culture and attitude such that they are adequately allow the company to survive the predicaments.
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British Airways has owes its success on its organisational culture, structure and leadership. The organisational culture has been significantly developed from the set standards where employees, for example, have to dress appropriately at all times. By employing a task and role-based organisational structure, employees are familiar with what to do and who to report to at an instant. A change in the structure could derail employee motivation as they seek to come on board in the new way of doing things, resulting in poor performance (Ahmady, Mehrpour and Nikooravesh, 2016, pp. 459). It is therefore essential that organisations devise fall back strategies in the case a reformed structure results in demotivation among the employees, mainly due to a change in the organisational culture.
The impact that British Airways has had on the employees and performance capacity of the airline has resulted in top-notch motivation and performance. As highlighted earlier, the relationship between organisational culture and organisational structure remains to be extrinsic whereby regardless of the differences between the roles and the skills. Organisational culture aligns the structure such that it incorporates a low-level formalisation that has wide spans of controls to encourage a substantial degree of diversity in employee behaviours so that they remain aligned with meeting organisational goals, vision and mission (Benzer, Charns, Hamdan and Afable, 2016, pp. 37).
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