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[bookmark: _Toc68724482]Introduction
Organisational success depends on various factors and it is important to understand the way organisational performance depends on internal factors like organisational culture and structure. Different organisations based on their business objectives and missions tend to choose appropriate structure and culture that can fit their organisational strategy. People and their performance tend to mediate the effect of organisational structure and culture upon organisational performance. 
This report has focussed on exploring the interdependent relationship between organisational culture and structure and the way these variables influence people and organisational performance by exploring the organisational structure and culture of British Airways. British Airways is the second largest UK based carrier based on fleet size and the number of passengers carried. British Airways had changed its culture in the 1980s after facing significant issues due to employee dissatisfaction and it led to significant success. 
[bookmark: _Toc68724483]Relationship between structure, culture, people and organisational performance
For understanding the behaviour of the organisational members, understanding the organisational culture and structure is vital as these factors the functional in forming the behaviour of the individuals within an organisation. Janićijević(2013) noted that both organisational structure and culture influence the behaviour of the people and thus exploring the relationship between these two components can be effective for understanding their relationship with organisational performance. Organisational culture determines the norms, values, and assumptions that guide the behaviour of the organisational members intrinsically and it affects their everyday actions within the organisation (Zhenget al. 2010). Organisational structure sets the division of labour, determines the level of autonomy, distributes the authority and also indicates the level of coordination. 
According to Finket al. (2012), organisational culture influences the organisational structure in terms of both design and implementation by shaping the interpretative schemes of the top management. Organisational culture is responsible for imposing a specific perception of the organisation, and the appropriate mode of structuring. It has been identified that the organisational structure model which is formed within an organisation needs to be aligned with the dominant cultural assumptions, norms, and values that direct the employees. The organisational structure can be flat, hierarchical, or matrix structure depending on the concentration and distribution of power and the level of participation of the organisational members in the decision-making process (Janićijević, 2013). If the cultural assumptions of an organisation indicate the unequal distribution of power, then the power tends to be concentrated within the top management resulting in a centralised or hierarchical organisational structure. Apart from selecting an appropriate model, organisational culture also legitimises the structure by affecting the implementation process. Janićijević(2013) suggested organisational structure controls the patterns of behaviour of the employees in terms of conducting tasks, interacting with the authority and making decisions. Different organisational structures induce different patterns of behaviour in the members. For instance, British Airways in 2012 restructured the organisational structure from a hierarchical structure to a flat organisational structure which helped the company to become more efficient by encouraging more people to move between the functions for gaining power (Britishairways.com. 2021). 
Organisational culture has been classified in different ways and Handy’s model of cultural classification differentiates cultures as a power culture, task culture, people culture and role culture. Power culture assumes power needs to be centralized at the top of the organisation which legitimises a flat organisational structure. Power culture forms a simple structure and the leaders' decisions are imposed through direct and personal influence on the members of the organisation (Neneand Pillay, 2019). Role culture is found in bureaucratic organisations in which hierarchical structure is found with a high level of formalisation and standardised systems. In task, culture organisational model is focussed on finishing tasks and solving problems. Such organisations operate through matrix structures in which different teams with knowledge and skills aim to accomplish specific tasks. 
From the following table the relationship between organisational structure and culture depending on the power can be understood:
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Figure 1
(Source: Janićijević, 2013)
The impact of the structure and culture on people and organisational performance can be identified from the scenario of British Airways. BA as a large and mature organisation followed a bureaucratic model which was rigid and inflexible. It negatively affected employee satisfaction due to the high level of labour division, and lack of coordination. It led to the resignation of the managers due to a higher level of centralisation. The company restructured the management for making the structure agile and leaner by creating a customer and operation executive management, management board, and legal and safety reporting board who would directly report to the CEO (Britishairways.com. 2021). It helped in reducing absenteeism, improve employee engagement and performance. 
Nikpour(2017) noted that organisational structure and culture can not directly affect the organisational performance as members of the organisation and their performance determine the organisational outcome. The employees of an organisation perform effectively when the organisational structure is aligned with their perception of power and decision-making. Within the power culture, if employees accept the centralisation of power and accustomed to performing based on specific and clearly articulated instruction, they perform effectively (Felipeet al. 2017). The collective performance of the employees results in effective organisational performance. On the other hand, if the assumptions of the organisational members suggest lower power distance, it results in their expectation of a high level of collaboration, coordination and involvement in the organisational decision-making (Kraśnickaet al. 2018). It requires a decentralised model of organisation for facilitating their performance which results in better organisational performance. Thus, organisational culture shapes the assumptions and norms of the members while structure shapes their behaviours, actions, and procedures of performing the tasks. Both organisational structure and culture influence the satisfaction level of the employees which can affect workplace engagement, motivation, and performance. 
[bookmark: _Toc68724484]Identification of essential nature of managerial work
According to Mintzberg(1971), management is the process of bringing human and material resource together and motivating people for achieving the organisational objectives. The managerial process involves various inter-related activities and also consists of a set of operations and functions which are required for achieving the organisational goals. Managerial work involves purposeful activity, directing the efforts of a group towards a specific goal, decision-making, getting things done by the subordinates and it is a dynamic process (Stewart, 2019). 
In terms of functions, the nature of managerial work can be understood from the theory of classical management or Scientific management theory of Taylor and Fayol who suggested the following major functions of management:
· Managerial work involves planning which means forecasting, designing the objectives, policies, and allocating the resources accordingly for obtaining the performance objectives (Stewart, 2019). It determines the actions, procedures, and timeframe for achieving specific measurable goals which are linked with organisational objectives.
· Organising involves the specific allocation of staff in specific activities by delegating authority, fixing the responsibility, and establishing a relationship. This function mobilises the organisational resources and structures the actions effectively.
· Staffing is the function in which managers need to conduct labour planning, and ensuring appropriately skilled labour is employed for the right job. It also involves training the personnel.
· Communication is one of the most crucial managerial functions as it helps in developing an effective system of interaction and exchange of information. Effective internal communication is an integral factor in enhancing the performance of the subordinates and it also involves clear articulation of the goals.
· Controlling is the managerial function in which the performance of the team is monitored and controlled through establishing a standard of performance and measuring the performance. 
Managerial work in terms of process is common to all organisational functions and it involves coordinating the efforts of the members, directing and guiding the subordinates towards achieving organisational goals. 
Various factors influence the effectiveness of management. Apart from the skills of the managers such as conceptual skills, analytical, decision-making skills, people management, administration, and communication skills, effective management also depends on goal setting, sense of ownership, and transparency (Hales, 2019). Managers need to facilitate a sense of teamwork and coordinate the activities of the members for ensuring performance objectives are obtained. The ability to set the appropriate goals, facilitating open communication, clear direction, and motivating the employees appropriately to participate in achieving the organisational objectives are essential variables of effective management.
[bookmark: _Toc68724485]Communicating the role of leadership
Leadership in an organisation is directly associated with setting the organisational vision and motivating the people to achieve the vision. Leadership is different from management in essence as a leader does not design the processes or procedures of achieving goals but inspires and motivates people towards improving their performance (Oshagbemi and Gill, 2004). In British, Airways leadership is associated with forming the long-term vision for the organisation (Britishairways.com. 2021). BA focuses on developing leaders within the organisation by providing a leadership development programme for strengthening the skills of future leaders. Depending on the organisational culture and structure, leadership approach and style varies from one organisation to another. Karp and Helgø(2009) noted that in power culture the leader's source of power is charisma and his relationship with the members proves to be important. 
Organisational leadership plays the vital role of leading the organisation and inspiring the members by example. According to Larsson and Vinberg(2010) leadership is the process of influencing people for directing their efforts towards achieving organisational goals. Effective leadership depends on transparency, the ability of the leader of inspiring others, communicating the organisational vision clearly to the members. Organisational leadership thrives when people are provided with clear objectives and resources for reaching the objectives. Honesty and integrity, transparency, fairness, and effective communication skills are some of the leadership attributes that facilitate effective leadership.
[bookmark: _Toc68724486]A behavioural approach to management focusing on factors affecting individual behaviour
The behavioural approach to management focuses on the human dimension of the work by a better understanding of human behaviour at work including motivational factors, individual needs of the employees, group dynamics, and reasons for conflicts. The behavioural approach emerged from Elton Mayo’s contributions that identified the shortcomings of the classical management theories. The behavioural approach to management suggests that human relations and the social needs of the workers are vital in understanding productivity. 
The behavioural approach to management emphasised understanding the human motivation to work which led to various motivational theories which aimed to identify the various needs of the people. One of the widely recognised theories is the Hierarchy of needs which is focused on understanding the level of needs of the employees which helped managers in understanding various factors which can improve employee motivation. 
Another important aspect of a behavioural approach to management is understanding the factors that affect individual behaviour. Kwok(2014) noted that the individual behaviour of the employees influences their behaviour at the workplace, their motivational level of performing a specific task, their satisfaction level, and their workplace engagement. According to Schlüteret al. (2017), the individual behaviour of the employees depends on various factors such as their personality types, social needs, personal values, beliefs, norms, and assumptions. The behavioural approach to management aimed at understanding the factors that determine the determines differences of individual behaviour in the organisation, an individual's attitude is influenced by abilities, race, gender, perception, culture, and attitude. Apart from that differences in individual behaviour can be characterised by personality traits as well. according to Furnhamet al. (2015) personality means a combination of different qualities which influences the nature of the person and determines his behaviour. The five dimensions of personality that influence the individual behaviour of people in the organisation are:
· Openness: It is characterised by the willingness of learning and gaining new experiences.
· Conscientiousness: It means a higher level of responsibility, accountability and vigilance with focus and organisation (Furnhamet al. 2009).
· Extraversion: It is characterised by a higher level of interaction with others. Such people are easily involved in a new environment, works effectively in teams, and are enthusiastic.
· Agreeable: People with agreeableness are kind, affectionate and trustworthy. These people tend to be cooperative and possess emotional intelligence.
· Neuroticism: People with this trait are generally anxious, unstable, sad and lacks emotional stability. Such people are difficult to motivate in the workplace.
[bookmark: _Toc68724487]Conclusion
Organisational structure and culture are interdependent and in a complex way, these two factors shape the behaviour of the employees and their actions within the organisation. From this study, it has been identified that the organisational success of British Airways depends on various factors and organisational structure and culture change along with changing the leadership approach helped the company to improve employee performance and satisfaction which led to improved organisational performance. 
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