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Selected Organization: Loganair
Relationship Between Structure, Culture, People, and Organizational Performance.
The link between the structure of an organisation and its culture is one that is dependent on each other. The attitudes, behaviours, and ethics that make up a company's work culture are largely determined by the management structure of the firm, which is common in the business sector. An organization's culture is the set of behaviors, which are internally consistent and culturally entrenched, and which affect the organization's fundamental dynamics and organizational performance.
Organizational structure is composed of all the functional and organizational elements of the organization such as the values, vision, mission, values, and principles; the hierarchy of departments and the business relationships, the structure and makeup of decision-making entities, management's reporting to and involvement with the people of the organization, and the organizational policies and procedures (Kadak and Laitinen, 2021). Each organizational unit has its own culture that reflects the political beliefs and social values of the stakeholders. For example, employees and management of a typical American company believe in hard work and the tenets of the free enterprise system, while employees and management of a typical American political party believe in socialism and the principles of the welfare state.
The term culture is commonly used to describe a situation of objective and subjective coherence among members of a group or organization. It is perceived by individuals to be a series of evaluative judgments, perspectives, and actions that the members of the group make concerning the current status of themselves and others in the group (Al-Habib, 2020). Culture is highly regarded by groups and as such is considered important for business continuity and future growth. Its development and maintenance are critical to the success of any organization, as well as its sustenance and stability. Organizational structure is characterized by a stable set of operational practices and roles that are based on historical precedence (Williams, 2022). 

Loganair Structure
There are four distinct kinds of organisational structures: functional, multi-divisional, flat, and matrix structures. Functional structures are the most common. Other types of structures include those based on teams, networks, and circles. The structure is the distribution of power and influence among a group of people in an organization, or a system. Loganair' structure includes management, marketing, human resources, purchasing, and supply chain functions. As discussed, structure, while being very important, is not the most important attribute of a strong, efficient, and thriving organization. Hence, a stronger strategic orientation and a thorough understanding of the strategic levers that are driving the organization are crucial (Rehman, Mohamed and Ayoup, 2019).
Strategic Relationship –
Loganair has a well-defined hierarchy to ensure that all areas are managed as effectively as possible. In general, there is a certain process that must be followed for a particular function to be assigned to any particular person. A critical part of the organization's leadership and operating model is that leadership understands the performance requirements of their operational roles and takes appropriate actions to keep these roles delivering consistently outstanding customer service (Mone et al., 2018). A key to its success is that the executive leadership has identified that "empowerment" is critical to the long-term growth and success of the organization.

People at Loganair – 
We consider our employees to be partners in the business due to the fact that everyone in the organisation shares in the profits of the business. From our dedication to providing one of the best airline services in the UK to the manner in which we interact with both our clientele and the communities in which we operate, we make it a point to guarantee that everything we do is carried out with humanity in mind, from the manner in which we engage with both our clientele and the communities in which we operate to guarantee that everything we do is carried out with humanity in mind. From our dedication to providing one of the best airline service in the UK to the manner in which we interact with both our clientele and the communities (El-Farr et al., 2019). Our people are what makes Loganair the place where people feel like family and want to be, and we have the privilege of working alongside them every day. Every employee in every store, every partner, and every customer is a part of our partnership. This is the core of who we are and why we are so successful.

Factors affecting Loganair Brand Image & Interactions with Customers
Where we spend our time - one of the things that helps brands stand out in today's competitive environment is the way they spend their time. Everyone's schedules are different, but the average person does not want to be interrupted while they're working on important tasks or trying to find something to do, so if they are trying to get things done, they want to choose their time wisely. With that being said, to stand out and be memorable to a potential customer, your brand's value proposition must be both valuable and unique. By developing its consumer value proposition, Loganair has made a unique contribution to the fast-paced competitive airline market. Loganair represents an aspirational experience of airline services that people want to experience (Lee and Park, 2022). 
 Organizational performance - Group efforts can expedite the order-fulfillment process. Therefore, Loganair has fostered a culture that rewards business process efficiency, which has increased the company's profitability, quality of service, and the contentment of its clientele.
Nature of managerial work 
This CEO believes that successful leadership is about getting things done, and that getting things done depends on good management of the three variables of time, money, and resources.
Create - Leadership is essential and Managers are responsible for getting the job done, communicating with their teams, and making sure their subordinates do the right thing. Building effective relationships between management and leadership, so that effective communication can occur, is a critical aspect of effective leadership (Sustainable Organizational Performance, Cyber-Physical Production Networks, and Deep Learning-assisted Smart Process Planning in Industry 4.0-based Manufacturing Systems - ProQuest, no date).
Challenge - When it comes to the necessity of team building, this executive is not just talking about being a good company, he is talking about organizations doing important things that make a difference. He notes that everyone who works in a large organization is fundamentally different and everyone has something to contribute to the work. Without a change in strategy, skills, or culture, managers cannot see the whole. Managers need a challenge.

Behavioral approach to management
The study of how people behave, why they do the things they do, and how they interact with one another is the focus of the Behavioral Theory of Management, which is also known as Neo-Classical Management Theory. In particular, it refers to the disciplines of anthropology, sociology, and psychology as applied to the study of human behaviour. (Ahmed, 2021). 
As part of developing a Behavioral Theory of Management strategy, it is important to understand how differences in behavior affect people and organizations and how these behaviors are likely to influence team dynamics (Hristov et al., 2021).
Differences in behavior may not be so much a result of individual differences as they are affected by the organizational context. Although individuals tend to have the same genetics and brains, a variety of factors affect the situation in which they find themselves and often, how they react to it. If organizational differences inhibit effective teamwork, then managers must seek and develop the skills, attitudes, and values that can motivate people to work together. Effective teams don't just happen (Derghan, 2022). Designing a leadership development system that delivers continuous improvement to the organization and the team. To achieve this, leaders must have a plan, the objectives to be achieved, and the tools, resources, and roles to achieve the desired outcomes. Leaders must be clearly defined and valued so that each team member knows exactly what their job is, what their goal is, and the amount of work expected of them.
Without clearly defined roles, role clarity and motivation will be limited. Employees will be reluctant to take on their responsibilities and assume new roles. Also, employee workarounds, depending on what role they have, will take away from their actual job and thus be an example of waste. A plan to be able to assess and monitor the performance of each role, its success and failures, and the quality of work will make the management and the team as a whole feel more accountable (Christopher and Edwinah, 2022). 
Provide senior leaders with continuous feedback to improve each role. They are likely to have ideas of how they could perform better and each role doesn't need to be improved, but they may have areas in which they could improve to keep doing the job effectively. To do this, leaders must actively seek feedback and actively analyze their performance and feedback received to make improvements, if necessary.
How do Loganair’s structure and culture affect its performance? Employees are more invested, enthusiastic, and productive when they work in a positive and encouraging environment. The opposite is true of a hostile work environment, which can lead to decreased output, higher turnover rates, and a general lack of interest among workers in their jobs and in the company as a whole.
How do different factors in Loganair influence its employees’ behaviors? The desire to learn and grow in one's profession is a powerful source of intrinsic drive. In addition, Loganair pays its employees based on how much effort they put in, a policy known as "performance-related remuneration." Because of this, employees are more likely to put up extra effort in pursuit of higher wages. 
Team leaders, managers, and employees should be aware of their interactions, the words and actions they use, and how they impact and impact the team and the organization. As employees, we must identify what behavior we want to adopt as well as what behaviors we do not want (Kim, Mullins and Yoon, 2021). Our behavior may also influence our team, our workplace, and our overall productivity and performance. Acknowledging and owning our behaviors is an important first step to changing them. Just as behaviors can influence the way our team members interact, our workplace, and even our productivity, our behaviors may be having a similar effect on our team (Bush, 2020). 
Influences of Behaviors
Loganair is a large and diverse organization. If all employees shared the same views and opinions, teamwork would be impossible. The size of the team, as well as the diversity of its members, is designed to create an environment in which participants can feel comfortable offering feedback. It is also intended to foster communication between team members. It is the responsibility of each member to allow others to contribute. The employees have the freedom to express their ideas. Individuals at Loganair can request time off or time to meet with leadership. Leadership is very responsive to employee comments. Leadership is very respectful of other team members. Leadership strives to provide a healthy, nurturing environment.
Possessing excellent interpersonal and intrapersonal communication skills, the ability to perform well under pressure, solid planning skills, reliability, promptness, multitasking, and meticulous attention to detail, customer service experience, and restaurant experience are qualities that Loganair looks for in candidates. Not least among all other factors influencing employee engagement and behavior is leadership. Soft skills and communication abilities can help leaders build stronger relationships with their staff. 

Conclusion
While there are many significant cultural and organizational factors that influence performance at Loganair, there are some non-cultural and non-organizational factors that are relevant as well. In finding new solutions and recommendations for increasing performance (Archard, 2020). 
Implementation of new and improved management systems -  By not only encouraging team members to make better decisions, but also, encouraging team members to learn to make better decisions, and equipping them with the resources and skills to do so. Emphasis on organizational processes. Maintaining positive relationships with staff and stakeholders. Maintaining a positive, proactive, and encouraging environment. Keeping morale high among staff. Implementing technology. Technical innovation. Managing staff training and engagement. Avoiding resentment in the workplace. Be an inspiration. Developing strategic plans and policies to address emerging issues and opportunities. Building a strong, positive company culture. Build community spirit. Getting good results. Managing and supporting people.
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