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Introduction
The biggest operational airline in the United Kingdom is British Airways, a company in the travel sector, and it is headquartered at Heathrow Airport in London. Since 1919, the airline has operated both domestic and international flights to roughly 600 locations worldwide. It is one of the top airlines in the globe because of this.
Even by the standards of present-day management myths, the turnaround of British Airways was exceptional. When compared to practically every metric, BA was performing horribly in the late 1970s and early 1980s. The airline had a poor track record for timeliness due in large part to its ageing fleet, which made for uncomfortable flights. Its productivity was also far lower than that of its major international rivals, and it was experiencing considerable financial losses. In 1980, a poll by the International Airline Passengers' Association placed British Airways at the top of a list of airlines that should be strongly avoided because it seemed that employee displeasure was more than matched by its clients’ discontent. By 1996, the situation had changed. In addition to becoming the most lucrative firm in the world, BA was also selected as the employer that graduates wished they could work for. A subsequent study in 2000 ranked BA as the second most admired corporation in Europe.
This report focuses on its organisational structure and culture and the way in which they affect the organisation’s performances and employees’ behaviour.















Organisational structure
An organisation is a corporate entity that is legally established to offer products and services to clients in a certain geographic area, according to Mintzberg (1978). He goes on to say that an organisation is made up of various individuals who collaborate on ideas to accomplish shared objectives utilising a range of ways to develop both short- and long-term plans for the future development of a company.
An organisational hierarchy is defined by the organisational structure. An organisational chart is used to illustrate the hierarchy. Because it specifies how the organisation will be run to achieve its goals and objectives, the organisational structure is crucial (Cunnee, 2008).
Various sorts of organisational structures are each created to satisfy the needs of organisations that perform in a different manner, and include divisional, functional, geographical and matrix structure types. A divisional structure is fit for organisations with separate business outlets, while a geographical structure provides a hierarchy for organisations that conduct business at multiple locations on national or international level.
Divisional, functional, geographical, and matrix structure types are only a few examples of the various kinds of organisational structures that are each developed to satisfy the demands of organisations that work differently. A geographical structure enables a hierarchy for businesses that perform beyond national borders, while a divisional structure is suitable for enterprises with individual business divisions.
As British Airways has a flat organisational structure, there is a small number management layers but numerous various layers of authority. Due to the customer-centric nature of its operations, the airline has developed a divisional structure. The advantages of this approach include clear job position recognition, decreased decision-making times, and plain division-to-division management for managers. This increases efficacity as it gives everyone the occasion to use their various aptitudes efficiently, but it can also be inefficient as managers now have numerous employees reporting to them, which adds to their workload. On the other side, because they are closely monitored, employees could not feel comfortable in their jobs and become unmotivated to perform their tasks well. Another downside of this approach is that various divisions may prioritise their own goals, which can conflict with those of other departments (Martin, 2010).







Organisational culture
The fundamental precepts, values, and social norms that shape an organization's particular cultural and psychological environment are defined as its organisational culture.
Organisational culture is expressed in self-image, internal dynamics, relations with the external environment, and future expectations. It comprises an organisation's expectations, achievements, philosophy, together with the principles that impact employees’ conduct. Common ideas, habits, and written and unwritten rules that have been developed over time and are considered legitimate reprtesent the fundament of such culture.
In the 1980s, British Airways were subject to an impressive transformation to become the largest and most successful international airline worldwide. The management literature credits British Airways' own cultural reform, which changed employee attitudes and made customer service the main objective of activity, with this reversal. The goal of the approach was to develop a vision that would motivate the British Airways employees and win their enthusiastic support.
The extent to which other employment rules and practises were altered to reflect the 'new' culture and the focus placed on these practises and programmes throughout the 1980s and 1990s, however, is the most impressive part of British Airways' cultural revolution.
The company's new chief executive, Colin Marshall, put the "Putting People First" training programme in place in December 1983. The training, which was initially designed for employees who interacted directly with consumers, was regularly attended by all 40,000 workers by 1986 and tried to transform attitudes. Staff were instructed not to participate dressed in uniform and, while on the course, were divided into cross-functional and cross-grade teams, which was a direct threat to the hierarchical ethos then present at British Airways. The course was purposefully designed to alter student behaviour. Participants were urged to adopt a more optimistic outlook toward themselves, given advice on how to set and achieve personal objectives, deal with stress, and develop confidence in order to "obtain what they desired out of life."










Individual motivation
A person's motivation is a state of mind that propels them to act in a particular way in order to accomplish their goals. The most well-known motivational theories put out by psychologists are as follows:
1. Maslow's hierarchy of needs is a psychological theory of motivation that organises human requirements into a five-tier hierarchy.
From the bottom of the hierarchy upwards, the needs are:
- physiological;
- safety;
- love and belonging;
- esteem, and
- self-actualization. 

2.  According to Herzberg's Motivation Theory model, an organisation can modify two things to affect employee motivation at work.
These factors are:
a. Motivators: which can stimulate employees to work harder, such as achievement, recognition, responsibility, advancement, growth.
b. Hygiene factors: which will not stimulate employees to work harder, but will make them feel unmotivated if missing, such as corporate policies, supervision, work conditions, remuneration, security.

3.    McClelland's theory of needs describes motivation by defining wants and describing how to meet them. Three key components make up his Achievement Theory of Motivation, namely:
- Achievement
- Power, and
- Affiliation.
Direct communication with every employee was valued so highly at British Airways that 'down route' briefings were devised to guarantee that mobile and isolated people weren't forgotten, and in 1996 British Airways were the first company to broadcast to its employees on a daily basis via television. Additionally, the importance of emotions in the job process increased. Cabin crew members were scheduled differently, creating "families" to work the same rosters, and thereby encourage the creation of emotional labour. The new evaluation and reward systems also took into account the significance of emotional processes, so that performance was assessed both on its own merits and in comparison to more challenging benchmarks. Other programmes (such as Winning for Customers and A Day in the Life) were created, and they all concentrated on modifying employees' attitudes toward their jobs. The most striking exercise was perhaps the "love bath" activity from one of the initial courses, in which participants alternated sitting in the centre of a circle while receiving compliments from their fellow participants.
How do the above factors affect the organisation’s performances and How do they influence employees’ behaviours
Staff participation was promoted with Employee Brainwaves and Awards for Excellence. Many decisions were transferred to line managers, the Personnel Department was rebranded "Human Resources," and, at least in the initial years of the programme, a promise to job security was made. The small groups that were formed during the residential courses were anticipated to serve as mutual support mechanisms once the participants returned to their jobs. Outdoor pursuits courses were also designed to help personality remodelling.
British Airways executives completing a training program were still being lectured about knowing oneself and accepting responsibility over twenty years after the introduction of "PPF."
Infrastructure was significantly enhanced but personnel numbers were severely reduced.
The extent of the company's culture makeover is also up for debate, even though structural causes can be blamed for a large portion of British Airways' recovery. There is little question that, in theory, initiatives for cultural change are dictatorial and manipulative since they aim to exert control and influence over other people's beliefs, values, attitudes, and standards. Cooperation may be a sign of ambition or professional pride rather than a commitment to the organisation as a whole.
Consequently, British Airways did not structure its labor policies and practises around the new culture in the sense that many sources claim, although clearly making a significant lot of effort to encourage (or "design") particular worker behaviours. Although their selection of "soft" human resource management strategies was excellent, not everyone took use of them, and employees of partner, associate, merged, or acquired firms frequently had substantially different conditions of employment than the "core" British Airways workers.
It is therefore unfair to draw a conclusion that staff responses to the "cultural change" will be positive, as many accounts do. There was undoubtedly enthusiasm and acceptance, but there was also open scepticism and concerns, opposition, and doubt. These individual responses were mirrored by group representations, and disagreements persisted even at the pinnacle of cultural success. The reasonably high frequency of conflict over the course of the time period raises concerns about a shift in the company's culture in favour of the reciprocal commitment model.
This case study paints a different picture of the company's turnaround, demonstrating how factors such as international agreements, competition from other airlines, the condition of the fleet, and the network of connections between flights all contributed to better performance, at least as significantly as the programme for cultural change itself. It is difficult to imagine that BA's profits would have increased in the manner they did without these structural adjustments. Additionally, the building upgrades might have improved the cultural messages. Employees do not "respond" to culture management in isolation, and faulty job design, demoralisation, payment systems, or control mechanisms are not negated by "positive" cultural language. Workers are more than capable of noticing differences between executive promises and organisational practise, and reactions will instead be influenced by a person's overall experience at work. This is not to imply that the cultural shift at British Airways was unimportant. A recent trend is the decision to "design" people, to influence how they feel and think about their work rather than only focusing on the output. It is obvious that such a growth has led to and will continue to lead to significant changes in the nature of work. However, these adjustments mark a new strategy for managing staff emotions because people's personalities and unique qualities are only valued up to a certain point. British Airways' programme for changing the company's culture in this instance was not a representation of the employees and management of the company's mutual understanding and reciprocal emotional commitments. Instead, it was a different form of control, and that is how it should be understood. However, administration by culture is not necessarily either superior or less effective than other types of regulation and may elicit varying responses. Its implementation and effects are different from those of other human, technical, or bureaucratic control methods. A culture management system may inspire genuine pride in employees, or they may want to abuse it for their personal gain. Equally, they can experience humiliation or cynicism, mount aggressive resistance, or utilise the culture change as a cover for inappropriate behaviour. These reactions may be influenced and informed by structural variables.



















Conclusion
This report has discussed the organisational structure, organizational culture and individual motivation in the context of the business performance of British Airways.
With the help of above case study, it can be said that the factors above should be strongly considered by all organisations for attaining an assured success. Elements like structure, culture,  employee motivation and their interrelationship impact business performance to the extent that an organisation can achieve high profits and increased performance (Montana & Charnov 2000) based on them.
Organisational structure and culture can affect business performances, as a result of not defining and enforcing policies and procedures throughout the organization, performance management strategies such as reviewing organizational goals, prioritizing, work, identifying specific measures, and product improvement would fail.
An organisation can apply its structure and encourage the development of culture, values, and traditions to achieve its goals once it has decided how it intends its employees to behave in the workplace, what attitudes it expects, and what it wants their employees to achieve. Structure not only results in improved organisational capacities but also in improved performance-related practices (Wolf D, 2002; Clemmer J, 2003).
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