
LCBB4003 – ASSIGNMENT 2



INTRODUCING THE MODERN WORKPLACE

LECTURER: Dr Hoang Dang Nguyen

Yonka Vladimirova
2132605







Organisational Structure & Culture in the Airline Industry
British Airways





Table of Contents
Introduction	2
Organisational Structure of British Airways	2
Organisational Culture of British Airways	2
Assessment of Organisational Culture of British Airways using Hofstede Cultural Framework	3
Power Distance at British Airways	3
Individualism in the British Airways	3
Masculinity Values at British Airways	3
Uncertainty Avoidance at British Airways	4
Short Term Orientation at British Airways	4
Indulgent Culture at British Airways	4
Factors Affecting the Behaviour of the Employees of British Airways	4
British Airways and Maslow’s Hierarchical Theory of Needs	6
Self-Actualisation Needs	6
Self-Esteem Needs	6
Social Needs	6
Safety Needs	6
Physiological Needs	6
Conclusion	6
References	7

[bookmark: _Toc123893516]Introduction
Every place of work has its organisational structure, culture as well as leadership style, everyone has its characteristics which differentiate it from others. All of these must be kept in contact. A discussion related to the organisational structure, culture and leadership style and their impact on performance can be enhanced. British Airways is a key airline that offers the flight facilities to 550 destinations. Customers can select from economy, business, best and first class. Since the first flight, the facility has progressed. British Airways provides food service and a combination of entertainment options including games, movies, music and TV. 
[bookmark: _Toc123893517]Organisational Structure of British Airways
A leadership team of six members govern the British Airways. These leadership roles involve Chief Information Officer, Commercial Director, General Counsel, Director of Engineering, Director People and Organisational Effectiveness and Director of Investment and Alliances. Basically, these leaders make executive decision; however, for the non-executive decisions, eleven directors support the leaders. Moreover, along the hierarchy, the authoritative responsibilities are dripped down and a cross-functional team structure is predominant in the organisation along with the project based workforces. Generally, this is known as the network or matrix organisational structure (Efthymiou et al., 2018). 
The organisational structure of British Airways is unique which is led by a general manager who is accountable to the board of directors. British Airways as an international organisation has various branches around the world. The branch manager leads these branches who are then responsible to the general manager. The branches are divided within various departments including customer service, settlement, Finance, handing, sales and import (Kakabadse et al., 2018). 
[bookmark: _Toc123893518]Organisational Culture of British Airways
British Airways has been on the forefront of the development all inclusive culture among its workforce. The culture that is envisioned by the airline is intended towards having an understanding and respecting the individual differences amid the employees. The company has also get on a mission intended at the delivery of the services responding and reflecting to different needs of the consumers. British Airways has made efforts for staying competitive by the integration of diversity within all of the aspects of its services. As the airline functions throughout the world, it has get on a venture intended towards attracting and retaining the talented employees having the ability to reflect on its customer base (Grundy and Moxon, 2013). 
British Airways has engaged a combination of individuals from diverse backgrounds for increasing innovation and prospective new ideas. The strategy of the airline is focused through diversity champion representing the departments throughout the organisation. Furthermore, British Airways has the culture in which the employee groups generally meet on regular basis with the intention of discussing different issues regarding sexual orientation, ethnicity, religion, disability and flexible working. The company communicates its challenges related to diversity via company newspaper, diversity forums, diversity employee network and the corporate intranet site to the workforce (Abubakar and Dogoji, 2015).
[bookmark: _Toc123893519]Assessment of Organisational Culture of British Airways using Hofstede Cultural Framework
[bookmark: _Toc123893520]Power Distance at British Airways
Since British Airways has its head office in the UK, its cultural components would be inspected utilising this framework to understand its standards and beliefs and conventions. UK has a low power distance score, which designates that it prioritises equal legal rights within the government and in society.
Therefore, it can be said that British Airways has a flexible hierarchical structure where there is less of a disparity in the amount of authority and power held by subordinates and superiors. Exchange of information that is more open and sharing, is recurrent in the business, whilst sharing of information and discussions are regular. 
The organisation's structure is also more democratic in comparison to authoritarian, and workforce is advised to add their thoughts and perspectives. Workers have less fright of their bosses, and an understanding office that nurtures collaboration and idea creation is shared. Both juniors and supervisors consider each other as fellow staff with the similar rights in the company (Morrow et al., 2013).
[bookmark: _Toc123893521]Individualism in the British Airways
Same traits are seen in British Airways workers, who are likewise stimulated to be free and take action. They give a great standing on autonomy and individuality, are increasingly determined to prosper, and have a better focus on achieving their own purposes in comparison to those of the organisation.
Furthermore, British Airways staff value firm effort, frequently encourage individual achievements, and possess strong personal aims. Because of the democratic nature of the British culture and the regulations and rights it has been approved, individualism has been nurtured there. Consequently, British Airways is viewed as being more individualistic as compared to collectivist, and its workers consider themselves as being more self-sufficient and autonomous (Kirkman et al., 2017).
[bookmark: _Toc123893522]Masculinity Values at British Airways
The UK is a patriarchal society that values hard work and accomplishment. British Airways also displays masculine characteristics in its office culture. Workers are aggressively competitive, besides they are all determined to surpass one another. These individuals have achievement as their drive, and they are not embarrassed to exhibit it.
They appreciate financial aids instead of non-financial rewards and are anxious with highlighting their social norms. These individuals are strong and driven by nature, and they don't permit whatever come in the way of their attainment.
Such values are recognised and acknowledged by the organisation, and they are supposed to be substantial qualities that all staff must to display. Hence, the business has a competitive culture that contributes to the business's achievement (Morrow et al., 2013).
[bookmark: _Toc123893523]Uncertainty Avoidance at British Airways
UK receives a low rating for avoiding uncertainty. As a consequence, British Airways' culture displays a receptivity to fresh viewpoints. Different opinions that are contrasting to office standards are highly abided. After accessible with indistinct situations, staffs don't become worried; as an alternative, they consider it as a task and an opportunity to do well. Moreover, they are much more probable to create new ideas and renewed approaches for leading business. The company encourages these unique and creative resolutions (Beugelsdijk et al., 2017).
[bookmark: _Toc123893524]Short Term Orientation at British Airways
Similar other businesses in the nation, British Airways also accepts a rather added short-term strategy. It is also a consequence of the variations occurring in the external world and commercial apprehensions. The global factors may alter very quickly, notwithstanding the fact that businesses are focused toward growing prospects; consequently, they require to be flexible sufficiently just to cope with the shifts to attain a competitive advantage (Kirkman et al., 2017).
[bookmark: _Toc123893525]Indulgent Culture at British Airways
[bookmark: _Toc123846492]Similarly to this, British Airways has a thriving culture. As far as it does not balance the calibre of the job, workers have the right to choices such as flexible hours and the option of functioning remotely. There are numerous facilities accessible for workers on the possessions, comprising a gymnasium, a theatre, a recreation area, a childcare facility, and various others. Some days, they are permitted to take their dogs and kids together with them to office. Moreover, staff are allowable to go in for two months of paid vacation, and the business will recompense for their higher education (Beugelsdijk et al., 2017).
[bookmark: _Toc123893526]Factors Affecting the Behaviour of the Employees of British Airways
The practice of directing an organised group's actions in an attempt to establish and accomplish goals is known as leadership. Leaders have an influence on our future and present. Strong leader has always been required, whether things are going well or poorly. The success of an organisation or the sector it picks or acquires is decided by the leaders. Great leaders are required by British Airways in case it has to positively navigate the present economic climate and realise its longstanding objectives. A top airline should hold bold and be enormously pertinent to growing, existing, and prospective leaders (O’Neill, 2018).
All over the past year, British Airways has prepared its High Performance Leadership (HPL) system accessible. This is a combined system that associates business strategy, performance assessment, development, and compensation. HPL has strong evaluation procedures which are mainly focused by senior leaders to identify talented leaders and provide them the assets and sustenance they require to keep rising. British Airways is clearly defined, interconnected, and motivated by level of performance.
In order for leaders to understand exactly what is required of them, certain behaviours have been defined for each capability. British Airways is encouraging of expansion programmes up to some extent, proposing executive coaching, platforms, possibilities, even external courses. British Airways similarly utilise cutting-edge methods to expand productivity. These will enable British Airways to track each individual's performance and the eventual effectiveness of its supervisory capacity (Jarvis, 2014). British Airways has started Behaviors for Success, Leadership Matters, and A Leadership Development Portfolio, among many other leadership initiatives. Behaviors for Success focuses on empathetic and developing self - leadership performance as it relates to the leadership development programme for the HPL community. Leadership Matters is a framework for identifying and developing leaders that play important roles in British Airways' Customer Life and Actions areas of business. This year, a Leadership Development Portfolio would be pronounced with goal of supporting present and potential corporate leaders at different levels, as well as emerging leaders.
British Airways works hard to create a workplace that respects, encourages, and helps its workers grow. The main tenet of British Airways' working culture is to inspire workers to be committed to their profession because they are what keep the airline running and it needs them on onboard till the trip is over (Coller et al., 2018).
In order to assess ability and promote flexible reasoning, the diversity and inclusion group of British Airways has devised a strategy that promotes all workers. At British Airways' senior level advocates and defenders, this strategy is supported and combined throughout all portions. The opportunity will assist British Airways employees identify and fulfil their numerous demands.
British Airways has also devised a plan for handling disputes and discrimination. In order to foster an environment in which self-respect and admiration are symbols of office relationships and where aggravation or mistreatment are not permitted to be accepted, British Airways has engaged a total of fifty consultants and arbitrators (Mills, 2017).
British Airways is aware of the value of compensation in fostering a great workplace culture. British Airways is indeed very dedicated towards developing an atmosphere in which its workers feel respected and are treated properly in the workplace for their distinct contributions.
British Airways works with the Airways Pension Scheme (APS) and the New Airways Pension Scheme, two primary funded defined benefit retirement plans in the UK (NAPS). New hires might enrol in the British Airways Retirement Plan as of April 1, 2003. (BARP) (Karami, 2017).
Beginning in 2008, Smart Pension provisions were introduced, enabling British Airways UK staff to contribute to their pensions in a more tax-efficient manner. Approximately 90% of the eligible employees are already receiving benefits under this system.
One of British Airways' key goals is to offer its staff comprehensive benefits that will inspire them to attain a high level of performance and give best service to the customers across the board. British Airways, meanwhile, replaced its grade-based compensation plan for management with a novel broad band approach that more directly correlates compensation to employee performance and aptitude. However, British Airways' Bravo recognition programme enables it to recognise employees throughout the company for their efforts and accomplishments (Bertillo et al., 2013).
[bookmark: _Toc123846493][bookmark: _Toc123893527]British Airways and Maslow’s Hierarchical Theory of Needs
[bookmark: _Toc123893528]Self-Actualisation Needs
By offering its workers difficult jobs and training to help them advance in their careers and enhance their talents, British Airways is meeting this requirement of its workforce.
[bookmark: _Toc123893529]Self-Esteem Needs
British Airways satisfies this desire for its staff by providing them with job titles, positions within the organisation, and performance feedback (Stewart et al., 2018).
[bookmark: _Toc123893530]Social Needs
By pushing its personnel to work together and encouraging teamwork, British Airways satisfies this requirement of its staff. Additionally, British Airways sponsors cultural events for its workers so that they can socialise and engage with one another.
[bookmark: _Toc123893531]Safety Needs
British Airways has created a number of pension programmes to meet this need, under which workers would get pension payments upon retirement as well as current bonuses. For the benefit of its staff, British Airways has established free medical facilities.
[bookmark: _Toc123893532]Physiological Needs 
[bookmark: _Toc123846499]British Airways meets this requirement of its staff by offering them a comfortable workplace and compensating them well based on their output (Kaur, 2013).
[bookmark: _Toc123893533]Conclusion
British Airways has been in the leading of encouraging an inclusive workplace culture. The administrative tasks are delegated along the structure, and the organisation heavily relies on cross-functional groups and project-based staff. The core value of British Airways' workplace is to encourage employees to be dedicated to their job as they are what make the airline operate and it depends on them remaining on board until the flight is done.
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