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[bookmark: _6q1vfam1o7b7]Introduction 
The assessment will highlight the influence of the culture of the organisation in the modern organisation, considering John Lewis. It will evaluate the influence of the organisational culture on the process of decision-making and structure. It will apply the models, frameworks, and theories for analysing the culture of the organisation, which could be identified in John Lewis, to determine the culture prevailing. Moreover, it will analyse the leverage of the organisation for the culture for the adaptation to the influences of the external environment. It will assess the culture of the organisation, which acts as a problem for the effective functioning of the organisation, and will offer justification for the conclusion.
[bookmark: _414x7casxmpr]Critically assess the way organisational culture impacts the organisational structure and decision-making. 
Organisational culture of John Lewis
The culture of an organisation shapes the behaviour of the employees. The organisational culture is built through elements such as values, practices, norms, and attitudes. The organisational culture acts as a bridge between the vision of the organisation and real-life actions taken by the business (Xenikou and Furnham, 2022). The business of John Lewis ' business is based on the unique partnership model. John Lewis focuses more on establishing an organisational culture which can effectively provide an equal number of opportunities to each partner so that they can contribute more, along with achieving personal growth objectives and success. John Lewis also tries to make the culture more purpose-driven and set inclusion and belonging as the core of the partnership model of the business (John Lewis Partnership, 2025). On the other hand, the power-sharing model helps John Lewis foster a workplace culture which allows individuals to practice their autonomy and encourages stakeholder capitalism. The democratic elements in John Lewis’s culture also make it flexible enough to reform without the need to make any major changes in the organisational structure.     
Organisational Culture’s influence on organisational structure
The structure of an organisation influences the design of the organisation and also shapes the formal rules (Halford, 2018). The partnership model of John Lewis’s organisation is based on the concept of industrial democracy. This unique business stature has created history in the British retail industry. John Lewis’s operations have exceeded the boundary of only profit-maximisation. Rather, the structure is now aimed towards knowledge and power sharing. Right now, the partnership structure that is present at the organisation of John Lewis is a strategic blend of democratic free participation from the employees along with a governance structure that is also formal. The power-sharing structure can often resemble the British parliamentary structure rather than those corporate hierarchy models of modern-day businesses. The culture of John Lewis was thus successful in incorporating the elements of both democratic leadership and formal salary-based hierarchies in one single organisation seamlessly without one clashing with the other (Bouttell, 2025).   
Organisational culture’s influence on the decision-making process
As the culture represents the internal beliefs of the organisation, the decision-making process has a great effect on it. With time, organisations are becoming more complex thanks to global exposure and inclusion of diverse talents. Thereby, the coherent culture of businesses also impacts how decisions are made in an organisation (Mullins and Christy, 2016). The partnership culture, which is all about sharing power and uplifting transparency, helps the organisation of John Lewis make higher-quality decisions. In the organisation of John Lewis, each employee participates in the decision-making process and shares their opinion to run the business. A collaborative nature in the decision-making is thus easily recognisable. With the culture of innovation at John Lewis, the organisation is now also incorporating technological advancements such as AI and data analysis to make more informed decisions based on data and prediction (Bouttell, 2025). 
[bookmark: _74n2edq96qrl]Incorporate frameworks and theories to examine the organisational culture of John Lewis and determine the prevailing culture. 
Schein’s Model 
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Figure: Edgar Schein’s Model.
(Source:  Carrier, 2019).
Level 1:
Artefacts: This level represents the visible elements of the culture of an organisation. Physically visible attributes of a company’s culture, such as the office rules, branding, products, and the outputs, can be analysed to determine the culture of the organisation (Hameli, 2024). John Lewis runs its operations via its partnership model, which represents the democratic element in the culture of the organisation (Bouttell, 2025). 
Level 2:
Widespread Values: The values are represented by the goals and visions of the organisation. These are the values that the business tries to endorse. Thereby, the company culture is greatly attached to it (Hameli, 2024). John Lewis has stated that its culture is directed at valuing inclusion and equal opportunity to all its partners. The vision of John Lewis is to become the most inclusive organisation in the UK (John Lewis Partnership, 2025). 
Level 3:
Underlying Assumptions: This level can only be observed through deep analysis. This level represents the hidden belief system of the organisation that determines how the organisation thinks (Hameli, 2024). A deep dive into John Lewis’s organisational culture can identify that the ultimate vision of John Lewis’s operations has moved way beyond just profit-maximisation. The core of the culture is now sharing knowledge and power (Bouttell, 2025). 
[bookmark: _oyxdbhj5xd5f]Hofstede’s Cultural Dimensions 
Power Distance: The power distance index determines how power is distributed inside the organisation (Nickerson, 2022). The decentralised process of decision-making and partnership culture places the organisation of John Lewis at a low power index where power is not centred on a specific group of people (Bouttell, 2025). 
Collectivism vs. Individualism: Collectivism represents the organisation as a collective, and individualism, on the other hand, represents the autonomy of the employees (Nickerson, 2022). John Lewis blends collectivism with individualism in its partnership culture where the partners’ personal opinions are valued in the organisation (Bouttell, 2025). 
Uncertainty Avoidance: The Uncertainty avoidance index refers to how the organisation handles uncertainty and risks (Nickerson, 2022). John Lewis’s index of uncertainty avoidance is quite low as the organisation embraces a flexible culture which can be adjusted without making any big difference in the structure (Bouttell, 2025). 
Femininity vs. Masculinity: Masculinity refers to rigid gender roles and organisational norms. On the other hand, feminine traits represent fluidity and flexibility (Nickerson, 2022). John Lewis thus embraces feminine characteristics as roles are not reserved for a specific gender. Rather, John Lewis believes in providing equal opportunity to all partners (John Lewis Partnership, 2025). 
Short-term vs long-term orientation: Short-term orientation is balanced with high-paced operations, and long-term orientation is strategically focused by businesses to work over a certain period of time (Nickerson, 2022). John Lewis incorporates long-term orientation in its cultural practice because it helps the business balance the pressure from different interests of different stakeholders (Bouttell, 2025). 
Restraint vs. Indulgence: Restraint refers to how the employees are stuck within organisational restrictions, and indulgence represents how employees are allowed to enjoy their personal time apart from work (Nickerson, 2022). The democratic leadership at John Lewis allows the employees to indulge from time to time as well as adhere to the responsibility they have at the workplace (Bouttell, 2025).
Handy’s Cultural Types
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Figure: Handy’s Cultural Types
(Source: Janićijević et al. 2018).
Power: In some organisations, only a specific group of people enjoy the power. They are the ones who are responsible for making any decision. They are the primary face of the operations as well (Handy, 2020). At John Lewis, the power is, however, not centralised to any specific group of people. Rather, the power is shared across the workforce (Bouttell, 2025). 
Task Culture:  In this type of culture, the organisations create dedicated teams with individuals who share similar interests and talents who are responsible for certain operations in the organisation (Handy, 2020). For example, John Lewis also has its executive team who are responsible for maintaining the operational efficiency of the business (Bouttell, 2025). 
Person Culture: In this type of culture, employees focus more on themselves and their personal benefits rather than representing the organisation (Handy, 2020). This culture could not be incorporated in John Lewis’s organisation as the business follows a partnership model where the employees are responsible for the profit the business makes and also get a share of that (Bouttell, 2025). 
Role Culture: In this culture, roles are based on the capability of the employees, and the employees decide themselves how they can contribute more (Handy, 2020). The culture of John Lewis is influenced by the roles individuals play, and that also determines one’s responsibilities at work (Bouttell, 2025).
Identification of John Lewis’s prevailing culture 
Prevailing culture refers to the cultural aspects that identify the strongest (Schwartz, 2018). The prevailing factors in John Lewis’s culture can be identified as the culture of knowledge and power sharing. Participative decision-making is also another prominent side of John Lewis’s culture. These elements dominate John Lewis’s culture to a huge extent (Bouttell, 2025).
[bookmark: _a2xjlkz0a04a]John Lewis leverages its culture for the adoption of external environmental influences. 
The John Lewis Partnership has certainly leveraged the democratic culture and the employee-owned staff for the Partners to foster the trust of the customers, engagement of the workforce, and the resilience of the long term, typically against market shifts, the changing expectations of the customer, and the digital disruption (Boulesnam et al., 2025).
Democratic Adaptability and Governance
The John Lewis Partnership often ensures that the democratic partnership allows for shared responsibility and the loops of internal feedback through the forums and councils for aligning the pivots of the strategy with the insights of the employee. The company also uses the interest of the open community and cross-functional teams for testing and the digital services with an agile mindset. This has also reduced resistance with the direct profit share, which displays high commitment and flexibility in the structural transformation. Moreover, the company has crafted a constitution for outlining the rules, purpose, and principles of the partnership. This is used to explain the effective team characteristics while outlining the expectations of the managers and the employees on teamwork and the culture in the organisation. The leaders of the team have shared the purpose for defining the objectives clearly and open communication. With the understanding of the efforts of the individual, it is aligned typically with the team goals and the organisation. The team members often feel connected with the mission of the company and have been motivated to do their best (Lewis, 2023).
Respond to the Social and the Market Pressures
The John Lewis Partnership fosters motivated workforces for high-quality services within the organisation for excellence in customer service, along with brand loyalty. This mitigates the online competition and the high-street work. The culture of the company has the main principles of community and fairness, which allows the company to offer eco-friendly packages, green targets, ethical sourcing, and the regulation of customer demands. Moreover, the storm of stressors and adverse events has turned typically within the company, which involves the outlets of grocery including the Partners and the Waitrose, along with the department of the company. This drops by 99%. The decline was certainly driven typically by the business’s store side and Charlie Mayfield. The stores have caught up with the online revolution of the company and the reinvigoration of the stores for maintaining customer base interest with low prices and excitement (Henderson, 2018). 
[bookmark: _dns0t0yzhnvr]Critically analyse whether culture acts as a barrier or an enabler to efficient organisational functioning, providing justification for conclusion. 
John Lewis’s organisational culture as a barrier to functions
The participative decision-making that is practised in the democratic environment of John Lewis’s organisation can slow down the entire decision-making process for the organisation. Considering the opinions of every employee can be really time-consuming. While operating in the fast-paced modern business environment, making rapid decisions is essential for businesses. Thereby, the long participative decision-making process can prove to be a major barrier for the functions of John Lewis. Apart from that, as the business is approaching global exposure, maintaining the intimate partnership model can actually be hard for the business in the long-run. Thereby, the democratic leadership and partnership model of John Lewis can limit the pace of innovation fostered in the organisation and also prevent the business from being dynamic and bold with quick decision-making. Quick movement and breakthrough innovations are important tools for achieving competitive advantage nowadays. Thereby, the absence of these qualities can actually prove to be a prominent barrier in the path of John Lewis’s future progress (Bouttell, 2025).  
John Lewis’s organisational culture as a supporter of functions
John Lewis’s flexible, democratic, and power-sharing partnership model helps John Lewis in making effective decisions in the changing business environment of the modern landscape. It empowers the business of John Lewis to make any necessary adjustments to the operation without destroying the organisational culture or structure that much. The increasing complexity in the globalised business landscape is urging businesses around the world to become more flexible in their operations so that they can efficiently adapt to new technologies and changes in the industry. The democratic leadership and partnership model of business assist John Lewis in fostering an organisational environment which can actually be flexible enough to adapt to any necessary changes without violating anyone’s opinions. The democratic culture at John Lewis also fuels the sustainable incorporation of the organisation. Sustainability is a huge topic in business nowadays. Thereby, the incorporation of sustainable corporate practices such as democracy and participative decision-making is helping John Lewis to progress a step further in the industry (Bouttell, 2025). 
Final justification
With increasing complexity and a globalised approach, it has become much harder for organisations to manage different employees in their culture (Mullins and Christy, 2016). In conclusion, it can be said that John Lewis, as an organisation working in the modern era of business, has achieved a great position through its democratic leadership and partnership model of business. The culture through which the business currently operates helps John Lewis be more flexible so that it can incorporate any necessary changes at any time. However, the culture also significantly slows down decision-making, which limits the progress of the business to a certain extent. Thereby, the organisational culture at John Lewis acts both as a barrier and an enabler for the business, depending on the situation and context (Bouttell, 2025).  
[bookmark: _rsfaeyuzez0q]Analyse the impact of organisational culture on organisational performance and suggest theory and evidence-based recommendations. 
[bookmark: _wnhve64kj2ll]Impact of organisational culture on organisational performance 
The current industrial scenario is becoming more complex, and the performance of an organisation in this situation is heavily shaped by its culture (Mullins and Christy, 2016). A strong organisational culture produces strong organisational performance (Odor, 2018). Any type of bad decision influenced by the organisational culture results in damage for the organisation (Warrick, 2017). Different cultures thereby produce different outcomes for organisations working in the same industry (Leithy, 2017). The organisational culture can both support and limit the performance of the business. In the case of John Lewis, the democratic organisational culture and partnership business model have helped the business adapt to necessary changes flexibly, maintaining a competitive position in the market over these years. However, the culture has also slowed down decision-making to some extent, which can potentially backfire on the future progress of the organisation (Bouttell, 2025).   
Recommendations 
AI-powered decision-making: One of the key drawbacks that John Lewis is currently facing is slow decision-making. This aspect can be resolved via the application of the technology of artificial intelligence in the process of decision-making (Lai et al. 2021). The Expected Utility theory is applicable here as the theory suggests that through analysis of possible outcomes, the most valuable option can be chosen (Fischhoff et al. 2021). For example, Ocado Group leveraged AI technology to enhance the organisation’s decision-making process and make more informed decisions (Ocado Group, 2025).  
Uphold Sustainability in culture: As organisational culture shapes the practices of the business, John Lewis can also incorporate some sustainability initiatives inspired by the democratic organisational culture it follows (Fietz and Günther, 2021). The stakeholder theory is relevant in this suggestion as the theory urges organisations to ensure the well-being of all their stakeholders and look after their needs (Freeman et al., 2018). For example, Unilever is one of those companies in the UK which actually takes initiatives to ensure sustainable stakeholder management through feedback and other measures (Unilever, 2025). 
Create a global workforce: As the business landscape approaches globalised exposure, John Lewis must take initiatives to make the workforce more exposed to globalisation. This can be done through making the entire workforce a little more globalised and inclusive (Minocha et al. 2018). The human capital theory compares human employees as a resource for the business. Thereby, globalising the employees can also benefit the business and act as a strong resource to adapt to the trend of globalisation (Brown et al. 2020). For example, AstraZeneca currently employs around 2,600 employees and that too across 70 different countries (AstraZeneca, 2025). 
Focus on commercial improvement: For years, the focus of John Lewis has expanded way beyond the ordinary aim of profit maximisation. It is time to put the aim of increasing financial success in the front seat again. To ensure long-term sustainability of the business, creating financial security is essential (Joseph and Kibera, 2019). Schumpeter’s theory of innovation suggests that innovation and economic profit are interconnected. Innovation leads to profit, and financial profit acts as a fuel for bigger innovations (Ziemnowicz, 2020). For example, British energy business Shell has doubled its profit after the war broke out between the USA and Iran (Kelly and Nasralla, 2026).  
[bookmark: _jr2gp2r7x1ow]Conclusion 
The above report revolved around the topic of the organisational culture followed by British business organisation John Lewis. At first, the way John Lewis’s organisational culture affects the company structure and decision-making process was discussed. Then, some relevant theory and frameworks for analysing company culture, such as Schein’s Model, Handy’s cultural types, and Hofstede’s cultural dimensions, were applied to understand the depth of John Lewis’s culture within the organisation. After that, the presence of the culture as both a barrier and an enabler for the functions performed at John Lewis was critically examined in the above report. Lastly, the impact of the culture on the performance of John Lewis was evaluated, and some strategic recommendations were offered, which were supported by relevant theories and evidence from other organisational examples. 
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