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[bookmark: _Toc223696131]1.0 Introduction
Organisational culture refers to the values, beliefs, and behaviours that shape how employees work together in a company. It influences communication, leadership, and decision-making. As Mullins and Christy (2016) note, culture is how people typically act and interact at work. A positive culture encourages teamwork, better communication, and higher motivation. On the other hand, a weak or negative culture can cause poor performance, low morale, and ineffective management.
Organisational culture shapes how a company functions by influencing leadership style, employee relationships, organisational structure, and decision-making. According to Robbins and Judge (2019), a strong culture clarifies organisational goals for employees and motivates them to achieve these goals. This boosts productivity and helps the organisation compete successfully.
This report will focus on British Airways, one of the leading UK airlines and part of the global aviation industry. The airline provides passenger and cargo services worldwide. As the aviation industry is highly regulated, British Airways must maintain high standards of safety, service quality, and operational efficiency. The organisation must also respond to challenges such as airline competition, technological developments, environmental concerns, and changing customer expectations.
This report will also looks at  British Airways' organisational culture and how it affects the company’s structure and decision-making. It uses cultural frameworks like Schein’s Model, Handy’s Types, Hofstede’s Dimensions, and Denison’s Theory to analyse the culture. The report also looks at how British Airways adapts to outside influences, whether culture helps or hinders the company, and how it affects performance. The analysis uses academic sources and industry examples, ending with recommendations for improvement.
This report will also look at  how organisational culture can help the company respond to external pressures and whether it favours organisational success or creates limitations. Finally, recommendations will be provided on how British Airways can strengthen its organisational culture, along with a conclusion summarising the report's key points.

[bookmark: _Toc223696132]2. Organisational Culture of British Airways
British Airways' organisational culture has evolved, influenced by its history in aviation. The airline began as a government-owned company and transitioned to private ownership in the 1980s. Even after being privately owned, British Airways still features characteristics common in public-sector organisations, such as hierarchy, formal rules, and centralised decision-making, which still shape the company’s structure and culture.
According to Mullins and Christy (2016), organisational culture is often shaped by an organisation's history, is deeply rooted in its values and behaviours, and can continue even after organisational changes.
British Airways operates in the air travel industry. The company must keep flights safe and reliable employees receive training and follow strict rules. Pilots, engineers, and cabin crew must follow procedures closely. This ensures flights are safe and run smoothly (Robbins and Judge, 2019). British Airways also promotes values such as professionalism, customer service, teamwork, and operational efficiency. These values are shared through training, policies, and performance reviews. Organisational values help employees understand company expectations and guide workplace behaviour (Mullins and Christy, 2016). When employees know these values, they contribute more to the company’s performance and customer satisfaction.
However, research shows that there can be differences between what an organisation says it values and what employees actually experience. Reports of disputes and dissatisfaction in the airline industry suggest that management sometimes puts cost control and authority ahead of employee engagement. Schein (2017) explains that this happens when there is a gap between what organisations say they value and the real beliefs that guide behaviour.
Large companies like British Airways often use formal structures and strong management control to keep things stable and efficient. This helps with safety and consistency, but can make the company less flexible and slow down decisions (Daft, 2020). Highly structured organisations may find it hard to innovate or involve employees. Overall, British Airways' culture is formal, hierarchical, and focused on safety, control, and reliability. While this helps maintain high safety standards and steady operations, it can also make it harder to engage employees, be flexible, or innovate in a fast-changing industry.
[bookmark: _Toc223696133]3.0 Influence of Culture on Structure and Decision-Making
 British Airways’ culture has a big impact on how the company is structured and how decisions are made. Organisational culture is made up of the values, beliefs, and behaviours that guide employees at work (Mullins and Christy, 2016). It affects how people behave, how managers lead, and how decisions happen (Robbins and Judge, 2019).
British Airways works in the airline business, where safety and reliability matter a lot. Because of this, the company has a clear chain of command with specific jobs for everyone. Top managers make the main decisions, and employees follow set rules. Burns and Stalker (1961) call this a mechanistic structure, which is common in stable and tightly controlled industries.
British Airways’ culture strongly values safety, discipline, and following procedures. These values guide how decisions are made. Senior managers usually decide on airline operations, safety policies, and company strategies. Centralised decision-making helps the company keep standards consistent and follow aviation rules (Mullins and Christy, 2016; Robbins and Judge, 2019).
Culture also affects how much employees can take part in decisions. In big companies like British Airways, employees lower down have less say because top managers have most of the power. Mullins and Christy (2016) say that very structured companies often limit what employees can suggest because they depend on strict rules and strong control from managers.
Culture also shapes how people communicate in the company. In a hierarchy, information usually flows from senior managers to employees. Managers give instructions, policies, and procedures to make sure work is safe and efficient. This is especially important in aviation, where clear communication helps prevent mistakes and keeps operations safe (Robbins and Judge, 2019).
However, culture can also create problems. When senior managers make most decisions, employees may feel their ideas are not valued. This can reduce motivation and limit innovation (Mullins and Christy, 2016). Many modern companies benefit from involving employees more, since they can offer useful ideas and improvements.
Even with these challenges, British Airways’ structured culture brings key benefits. Focusing on rules, procedures, and management control helps the company keep high safety standards and reliable operations. Robbins and Judge (2019) say that organisations in high-risk industries often need clear structures and strong leadership to stay safe and stable.
Overall, company culture is important in shaping how British Airways is organised and how decisions are made. The company’s culture supports a clear chain of command, decisions made by top managers, and strict rules. While this helps keep things safe and under control, British Airways could do better by letting employees take part more and by encouraging open communication to help new ideas and improvements (Mullins and Christy, 2016; Robbins and Judge, 2019).
[bookmark: _Toc223696134]4.0 Identifying Cultural Types: Models and Frameworks
British Airways' organisational culture can be explained using different models. These frameworks show how employees act, how decisions are made, and what values shape the company. The main models covered in class are Hofstede’s Cultural Dimensions, Schein’s Three Levels of Culture, the Cultural Web by Johnson and Scholes, Handy’s Cultural Types, and Deal and Kennedy’s Cultural Types (Mullins and Christy, 2016).
4.1 Schein’s Three Levels of Organisational Culture
Schein explains that organisational culture has three levels: artefacts, espoused values, and basic assumptions (Schein, 2017).
Artefacts are the visible parts of culture. At British Airways, these include staff uniforms, safety demonstrations, airline branding, and formal communication. These features show that professionalism and safety matter to the company.
 Espoused: values are what the organisation says are important. British Airways highlights values like safety, reliability, customer service, and efficiency, which are shared through policies and training.
Basic assumptions are the deep beliefs that guide behaviour. At British Airways, there is a strong belief that following strict rules keeps passengers safe and flights reliable.

4.2 Handys culture Types
Handy (1993) identified four types of organisational culture: power culture, role culture, task culture, and person culture.
British Airways mainly has a role culture, where staff have clear roles and follow rules and procedures. This is typical in large organisations and industries with strict regulations. Some power culture elements may also be present at the top, where senior executives make key decisions.
4.3 Hofstede’s Cultural Dimensions
Hofstede’s cultural model helps explain how organisations deal with rules, authority, and employee behaviour (Hofstede et al., 2010). British Airways has high uncertainty avoidance, so it prefers clear rules and procedures to lower risk. This is important in aviation, where safety comes first. The company also shows power distance, as senior managers make the main decisions and employees follow the rules and instructions.
4.4 Johnson and Scholes’ Cultural Web
Johnson and Scholes developed the Cultural Web to explain how organisational culture is made up through different elements such as stories, routines, symbols, power structures, control systems, and organisational structure (Johnson and Scholes, 1992).
At British Airways, symbols include the logo, uniforms, and aircraft design. Rituals and routines involve safety checks, briefings, and daily flights. Control systems are made up of regulations and performance tracking. Power is mainly held by senior management.
4.5 The Deal and Kennedy's culture types.
Deal and Kennedy (2000) identified four types of organisational culture based on risk and feedback: tough-guy culture, work-hard/play-hard culture, bet-your-company culture, and process culture.
British Airways shows characteristics of a process culture, where employees follow clear procedures and focus on how work is done. This is common at British Airways, which has a process culture where employees follow clear procedures and focus on how tasks are done. This is common in industries with strict rules, where safety and accuracy matter most. 
[bookmark: _Toc223696135]5.0 Culture and the external Environment
 A company's culture plays an important role in helping the company respond to changes in its external environment. Businesses do not operate in isolation; they are influenced by many external factors such as economic conditions, technology, laws and regulations, social trends, and competition. These external influences can affect how organisations operate and the strategies they use to remain competitive. Therefore, organisations must understand their external environment and adapt their culture to respond effectively to these changes(Mullins and Christy, 2016).
A key external factor for British Airways is competition in the airline industry. Airlines compete by offering better service, lower prices, and reliable travel. To stand out, British Airways promotes a culture of professionalism, service quality, and customer satisfaction. Employees are trained to provide high service standards so passengers have a good experience. Mullins and Christy (2016) note that a strong service culture helps companies keep loyal customers and do well in tough markets.
Another important external factor is government rules and legal requirements. Aviation is one of the most regulated industries because safety is critical. Airlines must follow strict rules from authorities to keep operations safe. Because of this, British Airways’ culture focuses on safety, discipline, and following procedures. Employees, such as pilots, engineers, and cabin crew, must stick to safety guidelines in their work. This focus on safety helps the company meet legal standards and keep passenger trust (Robbins and Judge, 2019).
Technology is changing quickly in the airline industry. Airlines now use digital systems for booking, online check-in, and customer communication. New aircraft technology and automation are also changing operations. Because of these changes, companies need to support learning and innovation so employees can adapt. Organisations that encourage learning and development are more likely to handle new technology well (Mullins and Christy, 2016).
Globalisation has led to more international travel and stronger competition among airlines worldwide. British Airways operates globally and serves customers from many cultures. Because of this, the company values diversity, professionalism, and high service standards. Employees need to communicate well with passengers from different backgrounds and offer consistent service.
Organisations need to respond to outside influences, as their success depends on how well they adapt. Companies in fast-changing environments must build flexible and adaptive cultures to handle new opportunities and challenges(Mullins and Christy, 2016).
Denison’s Traits Theory also helps explain how organisational culture helps organisations respond to their external environment. According to Denison(1990), four key cultural traits support organisational effectiveness: mission, consistency, involvement, and adaptability.
At British Airways, the mission statement shows the company’s focus on safe and reliable airline services. Consistency appears in strong safety systems, procedures, and service standards that guide employees. However, companies also need to adapt to changes in competition, technology, and customer needs. Involvement means how much employees take part in the organisation. When employees are engaged and involved, they are more motivated and help the company perform better.
Overall, British Airways' culture helps the company deal with competition, regulations, new technology, and globalisation. By focusing on safety, service quality, and ongoing improvement, the company can adapt to changes and stay competitive in the global aviation industry.
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 Although British Airways' organisational culture supports safety and operational control, it can also create challenges for the organisation. The company has a hierarchical, rule-based culture, meaning employees often have to follow strict procedures, and decisions are usually made by senior managers. While this approach helps maintain safety and consistency, it can sometimes reduce employee involvement in decision-making.
 According to Mullins and Christy (2016), organisational cultures that depend mostly on control and strict rules can reduce employee motivation and commitment. When employees feel that their opinions are not valued or that they have little impact on any decisions that are made, they may become less engaged with their work. In larger organisations like British Airways, this can create challenges in employee relations and teamwork.
 Another challenge is resistance to change. Cultures that value tradition and set procedures may struggle to adapt quickly to new ideas and changes in the business world. The aviation industry is getting more competitive and is shaped by new technology and changing customer needs. So, companies need to be flexible and open to innovation to stay competitive (Robbins and Judge, 2019).
 When a company relies too much on traditional ways of working, it can slow down change and learning. Schein (2017) says that strong cultural beliefs and assumptions can make it hard for organisations to change or try new strategies. At British Airways, a focus on control and hierarchy may limit creativity and reduce chances for employees to share ideas.
 Limited communication between management and frontline staff can hurt teamwork. Employees who work with customers, like cabin crew or ground staff, often know a lot about customer needs and ways to improve service. If their ideas are not considered in decisions, the company may miss chances to improve customer experience and efficiency (Daft, 2020).
Highly structured organisations may struggle to react quickly to sudden changes, like economic pressures, competition, or global events. Flexibility and teamwork are important for adapting to a fast-changing world. Denison (1990) says that companies that involve employees and adapt are more likely to succeed in the long run.
Overall, British Airways' culture supports safety and stability, but it can also be a barrier where flexibility, innovation, and employee involvement are needed. To stay competitive, the company may need to build a culture that encourages more teamwork, open communication, and ongoing improvement.
 

















[bookmark: _Toc223696137]7.0 Impact of Culture on Organisational Performance at British Airways 
Organisational culture plays a big role in a company’s success. It shapes how employees behave, what motivates them, how they work together, and how they get things done. Mullins and Christy (2016) explain that when a company has a strong culture, employees better understand its values and goals, which can lead to higher productivity and better results.
At British Airways, company culture is important for maintaining high standards in safety, service, and daily operations. The airline industry depends on strict safety rules and teamwork. British Airways encourages employees to be professional and disciplined, and to follow procedures. This helps them do their jobs well and ensures flights are safe and on time.
A positive organisational culture can increase employee motivation and job satisfaction. When employees understand the company’s goals and feel valued, they are more likely to work hard and contribute to the company’s success. Denison (1990) found that performance gets better when employees take part in activities and share common values.
Also, company culture can help people work together and communicate better. At British Airways, different groups like pilots, cabin crew, engineers, and ground staff need to work as a team to make sure flights go well. A culture that supports teamwork and sharing information helps employees organise their work and solve problems quickly.
However, company culture can cause problems if it is too strict or does not allow change. In very organised companies, having too many rules can sometimes block new ideas and creativity. Companies need to balance control with flexibility so they can keep up as things change.
In summary, organisational culture greatly affects how British Airways performs. A strong culture focused on safety, teamwork, professionalism, and clear procedures helps the company keep operations reliable and service standards high. Encouraging employees to get involved and adapt can also boost performance and support long-term success (Denison, 1990; Mullins and Christy, 2016).

[bookmark: _Toc223696138]8.0 Conclusion
This report looked at how organisational culture affects the structure, decision-making, and performance of British Airways. Culture shapes employee behaviour, leadership, and how companies handle challenges. Mullins and Christy (2016) say organisational culture is made up of shared values, beliefs, and behaviours that guide work. For British Airways, its culture is shaped by its history, the aviation industry, and strict safety rules.
The report used several cultural frameworks, such as Schein’s Model, Handy’s Types, Hofstede’s Dimensions, and Denison’s Theory, to study British Airways' culture. Schein’s model shows how things like uniforms, communication, and safety procedures reflect deeper values (Schein, 2017). Handy’s framework shows that British Airways has many features of a role culture, where employees follow clear roles and procedures (Handy, 1993). Hofstede’s dimensions explain how the company uses rules, discipline, and hierarchy to keep safety and reliability (Hofstede et al., 2010).
The analysis showed that organisational culture shapes structure and decision-making at British Airways. The company uses a structured, hierarchical system where senior managers make most strategic decisions. This helps keep things stable and consistent in a regulated industry (Burns and Stalker, 1961). However, research suggests that too much control and formal rules can lower employee participation and limit innovation (Mullins and Christy, 2016; Robbins and Judge, 2019).
The report also looked at how culture helps British Airways handle competition, regulation, globalisation, and technology changes. Companies need to keep adapting to stay competitive (Mullins and Christy, 2016). Denison’s Traits Theory says successful organisations balance mission, consistency, involvement, and adaptability (Denison, 1990). At British Airways, mission and consistency show in strong safety and service standards. More employee involvement and adaptability could help the company respond better to changes and customer needs.
Based on this analysis, British Airways can strengthen its culture by encouraging more employee participation, open communication, and innovation. When employees are involved in decisions and improvements, they are more motivated and committed to company goals (Robbins and Judge, 2019). The company should also keep its strong focus on safety, reliability, and professional service, which are key to success in aviation.
In conclusion, organisational culture is a key factor in British Airways’ effectiveness and long-term success. By balancing strong safety standards with more flexibility, teamwork, and innovation, the company can keep adapting to changes and stay competitive in the global aviation industry (Mullins and Christy, 2016; Denison, 1990).
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