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1.Introduction

Organisational culture determines how people behave, how decisions are made, and how structures function. Mullins and Christy (2016) describe culture as “how things are done around here,” emphasising its influence on decision making, motivation, job satisfaction, and organisational control. In modern organisations, especially those operating in competitive and globalised environments, culture becomes a strategic force that shapes organisational effectiveness. This report examines the organisational culture of the John Lewis Partnership (JLP) and evaluates how it influences structure, decision making, environmental adaptation, organisational functioning, and performance.
The John Lewis Partnership is one of the most distinctive organisations in the UK retail sector. It operates John Lewis department stores and Waitrose supermarkets under a unique employee ownership model. All employees are “Partners,” sharing profits, responsibilities, and governance rights. This ownership structure creates a culture built on participation, fairness, shared purpose, and long term thinking. The Partnership’s Constitution outlines values such as integrity, respect, contribution, and service. These values are not symbolic; they shape behaviour, expectations, and decision making across all levels of the organisation.
Culture is central to JLP’s identity and operational stability. Retail is volatile, characterised by intense competition, technological disruption, and shifting consumer expectations. JLP’s culture provides stability through shared ownership and collective responsibility. At the same time, culture can restrict agility if traditions or participatory processes slow decision making or limit strategic risk taking. Understanding this duality is essential for evaluating JLP’s organisational effectiveness.
This report applies established organisational behaviour frameworks including Schein’s Model, Handy’s Cultural Types, and Hofstede’s Cultural Dimensions  to identify JLP’s prevailing culture. It critically evaluates how culture influences structure and decision making, how JLP leverages culture to adapt to external pressures, and whether culture acts as a barrier or enabler to organisational functioning. The report concludes with an assessment of culture’s impact on performance and provides theory informed, evidence based recommendations for improvement.
The analysis draws on academic literature, organisational behaviour theory, industry reports, and company documentation. The aim is to produce a critical, structured evaluation aligned with Mullins and Christy’s (2016) argument regarding the pervasive influence of culture in modern organisations.



2.How Organisational Culture Influences Structure and Decision‑Making 

Organisational culture shapes structural design and decision making logic. Mullins and Christy (2016) argue that culture influences organisational processes, including how decisions are made, how structures evolve, and how control is exercised. In the John Lewis Partnership (JLP), culture is inseparable from structure. The organisation’s employee‑ownership model creates a distinctive cultural foundation that directly shapes hierarchy, governance, and decision‑making behaviour.

2.1Cultural Influence on Structure

JLP’s structure is built around its Partnership model. All employees are “Partners,” and this identity drives a culture of participation, shared responsibility, and collective governance. The Partnership Constitution outlines the organisation’s purpose, values, and structural principles. This document is not symbolic; it is a structural anchor that shapes how authority is distributed and how decisions are legitimised.
Key structural characteristics shaped by culture:
· Democratic governance
JLP’s culture emphasises voice, fairness, and participation. This results in structural mechanisms such as the Partnership Council, elected Partner representatives, and formal channels for employee influence. These structures reflect a culture that values shared power rather than top‑down control.
· Hybrid hierarchy
Although JLP promotes participation, it still operates with a managerial hierarchy. Senior leaders set strategic direction, but cultural expectations require them to justify decisions to Partners. This creates a hybrid structure: hierarchical for efficiency, democratic for legitimacy.
· Long‑term orientation
The culture emphasises stewardship and sustainability. This influences structural decisions such as maintaining internal governance bodies, investing in Partner welfare, and prioritising long‑term stability over short term profit. The structure is designed to protect cultural values.
· Service‑driven operational structure
JLP’s culture emphasises quality service and customer care. This shapes store‑level structures, with clear roles focused on customer experience, product expertise, and service delivery.
Culture is not an overlay on structure; it is the structural blueprint.



2.2 Cultural Influence on Decision Making

Decision making at JLP is shaped by values of participation, transparency, and collective responsibility. Culture determines not only who makes decisions but how decisions are justified and communicated.
Key cultural influences on decision making:
· Participatory decision making
Partners expect involvement. Decision‑making processes incorporate consultation, feedback, and democratic representation. Major decisions such as strategic shifts, restructuring, or changes to Partner benefits are debated within governance bodies. This reflects a culture that values shared ownership of decisions.
· Consensus‑seeking behaviour
JLP’s culture encourages consensus rather than unilateral action. Leaders are expected to align decisions with Partnership values and secure support from governance bodies. This slows decision making but increases legitimacy and internal acceptance.
· Values based decision making
Decisions must align with the Partnership Constitution. Leaders justify decisions by referencing values such as fairness, integrity, and service. This creates a moral dimension to decision making, consistent with Mullins and Christy’s (2016) argument that culture shapes organisational control.
· Risk‑averse tendencies
The participatory culture can create caution. Leaders may avoid bold decisions that conflict with Partner expectations. This cultural influence can restrict strategic agility, especially in competitive retail environments.
· Transparency expectations
Partners expect openness. Decision making processes include communication through internal channels, Partner forums, and governance meetings. Transparency is a cultural requirement, not an optional practice.

2.3 Critical Evaluation

Culture strengthens structural legitimacy and internal cohesion. The Partnership model creates high levels of trust, commitment, and shared purpose. However, culture also imposes constraints. Participatory governance slows decision‑making, reduces strategic flexibility, and increases the complexity of structural change. In fast‑moving retail markets, this can be a disadvantage.
JLP’s culture shapes structure by embedding democratic principles into governance. It shapes decision making by enforcing participation, transparency, and values based reasoning. These cultural influences create stability and loyalty but can limit speed and innovation.

3.Identifying Organisational Culture Using Schein, Handy, and Hofstede 

Understanding organisational culture requires structured analysis. Mullins and Christy (2016) emphasise that culture is pervasive and shapes behaviour, decision making, and organisational processes. To identify the prevailing culture within the John Lewis Partnership (JLP), three major frameworks are applied: Schein’s Three Level Model, Handy’s Cultural Types, and Hofstede’s Cultural Dimensions. Together, these models reveal the deep assumptions, visible behaviours, and cultural patterns that define JLP.

3.1 Schein’s Three Level Model

Schein’s model identifies culture through three layers: artifacts, espoused values, and basic assumptions. Applying this model to JLP reveals a coherent, value driven culture rooted in employee ownership.
Artifacts (Visible Elements)
Artifacts at JLP are clear and distinctive:
· The term “Partner” used for all employees.
· The Partnership Council and elected Partner representatives.
· Profit sharing bonuses (when financially viable).
· Formal communication channels such as the Gazette, PartnerVoice, and internal forums.
· Customer service focused store layouts and training programmes.
· The Partnership Constitution displayed and referenced in organisational communication.
These artifacts reflect a culture built on participation, fairness, and shared responsibility. They signal that JLP is not a conventional retailer; it is a collective enterprise.








Espoused Values (Stated Principles)
JLP’s espoused values are explicit:
· Integrity
· Respect
· Contribution
· Service
· Shared ownership
· Long term stewardship
These values are embedded in the Partnership Constitution and reinforced through leadership communication. They guide behaviour and decision making, shaping expectations around fairness, transparency, and collective responsibility.
Basic Assumptions (Deep Beliefs)
The deepest cultural assumptions at JLP include:
· Employees should have a voice in organisational governance.
· Profit should be shared because contribution is collective.
· Long term sustainability is more important than short term gain.
· High quality service is central to organisational identity.
· Trust and transparency are essential for legitimacy.
These assumptions drive behaviour across the organisation. They explain why JLP maintains democratic governance structures, invests heavily in Partner welfare, and prioritises service quality even under competitive pressure.
Conclusion:
Schein’s model reveals a culture that is participatory, values driven, and rooted in collective ownership. JLP’s culture is not superficial; it is embedded in deep assumptions that shape structure and behaviour.









3.2 Handy’s Cultural Types

Handy identifies four cultural types: Power, Role, Task, and Person. JLP exhibits a hybrid culture, but one type dominates.
Prevailing Culture: Person Culture (with Role Culture elements)
JLP’s Partnership model aligns strongly with Person Culture, where individuals are central and the organisation exists to serve its members. Key indicators:
· Employees are “Partners,” not staff.
· Governance structures give Partners formal influence.
· Profit‑sharing reinforces the idea that individuals matter.
· The Constitution emphasises Partner wellbeing and development.
This culture is rare in large organisations. It creates high commitment and loyalty but can reduce agility because individual voice is prioritised.
Role Culture Elements
Despite its Person Culture foundation, JLP also exhibits Role Culture characteristics:
· Clear job descriptions and responsibilities.
· Formal procedures and governance processes.
· Hierarchical leadership structures for operational efficiency.
· Standardised service protocols across stores.
Role Culture supports stability and consistency, essential in retail operations.
Critical Insight
The combination of Person and Role Culture creates tension:
· Person Culture promotes participation and empowerment.
· Role Culture demands efficiency and structure.
This tension explains why JLP sometimes struggles with speed of decision‑making and strategic change. Culture supports fairness and voice but can slow organisational responsiveness.





3.3 Hofstede’s Cultural Dimensions

Although Hofstede’s model was designed for national cultures, it can be applied to organisational culture to identify behavioural patterns.
Power Distance — Low
JLP exhibits low power distance:
· Leaders are expected to justify decisions to Partners.
· Governance bodies reduce hierarchical dominance.
· Communication is open and transparent.
This aligns with the Partnership’s democratic ethos.
Individualism vs Collectivism — Strong Collectivism
JLP is highly collectivist:
· Profit‑sharing reinforces collective contribution.
· Decision‑making includes consultation and representation.
· Culture emphasises shared purpose and mutual responsibility.
Collectivism strengthens cohesion but can slow decision‑making.
Uncertainty Avoidance — Moderate to High
JLP shows moderate uncertainty avoidance:
· Formal governance processes reduce ambiguity.
· Values‑based decision‑making encourages caution.
· Risk‑taking is limited due to Partner expectations.
This contributes to strategic conservatism.
Long‑Term Orientation — High
JLP prioritises long term sustainability:
· Investment in Partner welfare.
· Focus on service quality over short‑term profit.
· Stewardship embedded in the Constitution.
This dimension is a cultural strength.



3.4 Determining the Prevailing Culture
Across all three frameworks, JLP’s prevailing culture is:
A values driven, collectivist, participatory culture rooted in employee ownership, supported by structured governance and long‑term orientation.
It is unique, stable, and identity defining.
It is also slow, cautious, and resistant to rapid change.
























4.How John Lewis Leverages Culture to Adapt to External Environmental Influences 
Organisations operate within external environments shaped by competition, technology, regulation, and social expectations. Mullins and Christy (2016) argue that organisational culture influences how organisations interpret and respond to these pressures. For the John Lewis Partnership (JLP), culture is not a passive background element; it is an active mechanism that shapes adaptation. JLP’s employee ownership model, collectivist values, and long term orientation determine how the organisation reacts to external forces. Culture is both a stabiliser and a strategic filter.

4.1 Competitive Pressures
Retail competition in the UK is intense. JLP competes with Amazon, Marks & Spencer, Next, and discount retailers. Culture shapes how JLP responds.
Customer service orientation
JLP’s culture emphasises service quality, expertise, and trust. This drives strategic decisions such as:
· Maintaining high service standards despite cost pressures.
· Investing in Partner training to differentiate customer experience.
· Prioritising product quality over aggressive price competition.
Culture pushes JLP to compete through service excellence rather than price leadership.
Collectivist values and brand trust
JLP’s reputation for fairness and integrity is culturally driven. This strengthens customer loyalty and supports differentiation in a crowded market. The Partnership model reinforces trust, which becomes a competitive asset.
Critical limitation
Competitive adaptation is slowed by cultural caution. JLP is less aggressive in cost‑cutting, restructuring, or rapid strategic shifts compared to competitors. Culture protects values but restricts speed.





4.2 Technological Change

Technology is reshaping retail through e‑commerce, automation, and data analytics. JLP’s culture influences how technology is adopted.
Values‑aligned digital transformation
JLP invests in technology that enhances service and Partner experience:
· Online retail expansion aligned with customer expectations.
· Digital tools to support Partner training and communication.
· Technology that improves service quality rather than replacing human interaction.
Culture ensures technology adoption is human centred.
Cautious innovation
JLP’s participatory culture slows radical technological change. Decisions require consultation and alignment with values. This reduces risk but can delay adoption of disruptive technologies.
Long‑term orientation
JLP invests in sustainable digital infrastructure rather than short term technological fixes. Culture supports strategic patience.

4.3 Regulatory and Ethical Pressures

Retail organisations face regulatory demands related to employment, governance, sustainability, and consumer protection. JLP’s culture aligns strongly with ethical compliance.
Ethical governance
The Partnership Constitution embeds integrity and fairness. This shapes responses to regulation:
· Transparent reporting.
· Strong governance structures.
· Ethical sourcing and sustainability commitments.
Culture ensures compliance is proactive, not reactive.
Employee welfare regulation
JLP’s culture already prioritises Partner wellbeing. Regulatory changes in employment law typically align with existing practices. Culture reduces friction with regulatory adaptation.
Critical limitation
Ethical commitments increase operational costs. In competitive markets, this can reduce financial flexibility.
4.4 Social and Consumer Expectations

Consumer expectations are shifting toward sustainability, ethical business, and personalised service. JLP’s culture aligns naturally with these trends.
Sustainability orientation
Long term stewardship drives investment in:
· Ethical sourcing.
· Environmental initiatives.
· Community engagement.
Culture positions JLP as a socially responsible retailer.
Human‑centred service
Consumers value authenticity and expertise. JLP’s Partner driven service model meets these expectations. Culture becomes a strategic advantage.
Critical limitation
Social expectations for low prices conflict with JLP’s service driven, high cost model. Culture restricts aggressive cost cutting.

4.5 Globalisation and Market Expansion

JLP operates primarily in the UK. Culture influences its limited international expansion.
Domestic focus
The Partnership model is deeply rooted in UK social norms. Exporting this culture is difficult. JLP prioritises domestic consolidation over global expansion.
Cultural rigidity
The collectivist, participatory culture is not easily transferable to markets with different labour norms. This restricts global growth.





4.6 Critical Evaluation

JLP leverages culture to adapt ethically, responsibly, and sustainably. Culture strengthens trust, service quality, and long term stability. However, culture also restricts speed, cost competitiveness, and aggressive innovation. Adaptation is value aligned but slow.
Culture is both shield and constraint.


























5.Culture as Barrier or Enabler to Organisational Functioning 

Organisational culture can strengthen or weaken organisational functioning. Mullins and Christy (2016) argue that culture influences motivation, job satisfaction, control, and group behaviour. In the John Lewis Partnership (JLP), culture is both a strategic asset and a structural constraint. The Partnership model creates high commitment and shared purpose, but it also generates friction when speed, cost efficiency, or radical change are required. This section critically evaluates culture as both enabler and barrier.

5.1 Culture as an Enabler

High Commitment and Motivation
JLP’s employee ownership model creates strong intrinsic motivation. Partners feel responsible for organisational success because they share profits and governance rights. This increases engagement, loyalty, and discretionary effort. Culture strengthens psychological ownership, which enhances organisational functioning.
Strong Service Orientation
JLP’s culture emphasises service quality, expertise, and trust. This produces consistent customer experience across John Lewis and Waitrose stores. Partners take pride in delivering high quality service, which supports brand reputation and customer loyalty. Culture reinforces behaviours that differentiate JLP from competitors.
Collective Responsibility
The collectivist culture encourages cooperation, teamwork, and shared problem solving. Partners support each other because contribution is collective. This reduces internal conflict and strengthens cohesion. Culture enhances group functioning and reduces turnover.
Ethical Governance and Transparency
The Partnership Constitution embeds integrity, fairness, and transparency. These values support ethical decision making, reduce governance risk, and strengthen organisational legitimacy. Culture ensures decisions are scrutinised through ethical lenses, improving accountability.
Long‑Term Orientation
JLP’s culture prioritises sustainability over short term profit. This supports stable organisational functioning, reduces impulsive decision making, and encourages investment in Partner development. Culture protects the organisation from short term market volatility.
Summary: Culture as Enabler
Culture enhances motivation, service quality, cohesion, ethical behaviour, and long term stability. These factors strengthen organisational functioning and support strategic resilience.

5.2 Culture as a Barrier

Slow Decision‑Making
Participatory governance requires consultation, debate, and consensus. This slows strategic decision making. In fast moving retail markets, delayed decisions reduce competitiveness. Culture restricts agility.
Resistance to Radical Change
The Partnership model is deeply embedded. Partners often resist changes that threaten values, traditions, or perceived fairness. Structural reforms, cost cutting, or strategic pivots face cultural friction. Culture protects identity but obstructs transformation.
High Operational Costs
JLP’s culture prioritises Partner welfare, service quality, and ethical practices. These commitments increase costs. In a market dominated by discount retailers and aggressive pricing, high cultural costs reduce financial flexibility. Culture limits cost competitiveness.
Risk‑Averse Behaviour
Values based decision making encourages caution. Leaders avoid decisions that conflict with Partner expectations or constitutional principles. This reduces strategic risk taking and slows innovation. Culture restricts bold moves.
Tension Between Person and Role Culture
JLP’s hybrid culture creates structural tension. Person Culture emphasises individual voice and empowerment. Role Culture demands efficiency, hierarchy, and standardisation. This tension complicates organisational functioning, especially during restructuring or performance management.
Limited Scalability
The Partnership model is difficult to replicate outside the UK. Cultural rigidity limits international expansion. This restricts organisational growth and diversification.
Summary: Culture as Barrier
Culture slows decisions, increases costs, restricts innovation, and complicates structural change. These factors weaken organisational functioning in competitive environments.






5.3 Critical Conclusion

JLP’s culture is both enabler and barrier. It strengthens motivation, service quality, cohesion, ethics, and long term stability. These elements support organisational functioning and differentiate JLP in the retail sector. However, culture also restricts agility, increases costs, and limits strategic flexibility. In stable environments, culture is a powerful enabler. In volatile, competitive markets, culture becomes a constraint.
Culture is JLP’s greatest strength and its greatest limitation.

























6.Impact of Organisational Culture on Performance + Theory Informed Recommendations 

Organisational culture directly shapes performance outcomes. Mullins and Christy (2016) argue that culture influences motivation, job satisfaction, organisational control, and group behaviour. In the John Lewis Partnership (JLP), culture is a defining performance driver. The Partnership model creates strong engagement and service quality, but also generates structural constraints that affect financial performance, agility, and competitiveness. This section evaluates the impact of culture on performance and provides theory informed recommendations for improvement.

6.1 Positive Impacts of Culture on Performance

High Employee Engagement and Motivation
JLP’s employee ownership model produces strong intrinsic motivation. Partners feel responsible for organisational success because they share profits and governance rights. High engagement improves:
· Customer service quality
· Productivity
· Retention
· Organisational citizenship behaviour
This aligns with Mullins and Christy’s (2016) view that culture enhances motivation and job satisfaction.
Service Quality and Customer Loyalty
JLP’s culture emphasises service excellence, expertise, and trust. This drives superior customer experience, which strengthens brand loyalty and differentiates JLP from competitors. Service quality is a cultural asset that directly improves performance.
Ethical Reputation and Brand Trust
The Partnership Constitution embeds integrity and fairness. This strengthens JLP’s reputation for ethical behaviour, which enhances customer trust and supports long term brand value. Ethical culture reduces governance risk and improves stakeholder confidence.
Long Term Stability
JLP’s long term orientation supports sustainable performance. The organisation invests in Partner development, service quality, and ethical sourcing. This reduces volatility and supports stable operational performance.
Collective Responsibility
Collectivist culture enhances teamwork, cooperation, and shared problem‑solving. This improves internal functioning and reduces conflict. Cohesion supports consistent performance across stores.

6.2 Negative Impacts of Culture on Performance

Slow Strategic Decision Making
Participatory governance slows decision making. In competitive retail markets, delayed decisions reduce responsiveness. Slow adaptation affects performance in areas such as pricing, digital transformation, and restructuring.
High Operational Costs
JLP’s culture prioritises Partner welfare, service quality, and ethical practices. These commitments increase costs. High cost structures reduce profit margins and weaken financial performance, especially against discount retailers.
Risk‑Aversion and Limited Innovation
Values based decision making encourages caution. Leaders avoid decisions that conflict with Partner expectations. This reduces innovation speed and limits experimentation with new business models. Culture restricts strategic risk taking.
Resistance to Change
Partners often resist changes that threaten cultural values or perceived fairness. This complicates restructuring, cost cutting, or strategic pivots. Cultural resistance reduces organisational agility and affects performance during market shifts.
Limited Scalability
The Partnership model is difficult to replicate outside the UK. Cultural rigidity restricts international expansion, limiting growth opportunities and diversification.

6.3 Critical Evaluation of Cultural Impact

Culture enhances service quality, engagement, ethics, and long term stability. These strengths support customer loyalty and organisational resilience. However, culture also restricts agility, increases costs, and slows innovation. In stable markets, culture is a performance asset. In volatile markets, culture becomes a performance constraint.
JLP’s performance challenges in recent years declining profits, store closures, and restructuring reflect cultural friction with market realities. Culture protects values but limits strategic flexibility. Performance is shaped by this duality.


6.4 Theory Informed, Evidence‑Based Recommendations

Recommendation 1: Strengthen Task Culture in Innovation Units
Theory: Handy’s Cultural Types
Rationale: Task Culture supports flexibility, creativity, and rapid problem solving.
Action: Create cross functional innovation teams with autonomy to experiment, especially in digital retail, sustainability, and new service models.
Impact: Faster innovation, reduced cultural constraints, improved competitiveness.
Recommendation 2: Increase Psychological Safety and Upward Voice
Theory: Schein’s Basic Assumptions; contemporary OB research
Rationale: Psychological safety encourages risk taking and honest feedback.
Action: Leadership training, anonymous feedback channels, open forums for Partner input.
Impact: Reduced risk aversion, improved innovation, stronger decision making.
Recommendation 3: Introduce Controlled Decentralisation
Theory: Contingency Theory
Rationale: Local autonomy improves responsiveness to customer needs.
Action: Grant store managers more discretion in merchandising, pricing, and service initiatives.
Impact: Faster adaptation, improved local performance, reduced structural rigidity.
Recommendation 4: Embed Ethical Culture into Performance Metrics
Theory: Ethical Climate Theory
Rationale: Aligning ethics with KPIs strengthens cultural consistency.
Action: Introduce ethical performance indicators, sustainability targets, and transparent reporting.
Impact: Stronger governance, improved stakeholder trust, enhanced long term performance.
Recommendation 5: Modernise Governance Processes
Theory: Organisational Design Theory
Rationale: Participatory governance must evolve to support agility.
Action: Streamline consultation processes, introduce digital decision‑making tools, reduce bureaucratic delays.
Impact: Faster strategic decisions, improved competitiveness, reduced cultural friction.

6.5 Conclusion

Culture is central to JLP’s performance. It strengthens service quality, engagement, ethics, and stability. It also restricts agility, increases costs, and slows innovation. The recommendations above aim to preserve cultural strengths while reducing cultural constraints. With targeted cultural evolution, JLP can enhance performance and remain competitive in a rapidly changing retail environment.
7.Conclusion

Organisational culture is a decisive force shaping how the John Lewis Partnership (JLP) operates, adapts, and performs. Mullins and Christy (2016) emphasise that culture determines “how things are done around here,” influencing decision making, motivation, structure, and organisational control. The analysis across this report demonstrates that JLP’s culture is not peripheral; it is the organisation’s core identity and strategic foundation.
JLP’s employee ownership model creates a distinctive culture built on participation, fairness, collective responsibility, and long term stewardship. Using Schein’s model, the Partnership’s artifacts, values, and assumptions reveal a deeply embedded collectivist and values driven culture. Handy’s framework shows a hybrid Person Role culture, where individual voice and structured governance coexist. Hofstede’s dimensions confirm low power distance, strong collectivism, moderate uncertainty avoidance, and high long term orientation. Together, these frameworks identify a culture that is stable, ethical, and service driven.
Culture strengthens organisational functioning through high engagement, strong service quality, ethical governance, and long term stability. These cultural strengths support customer loyalty, brand trust, and internal cohesion. However, culture also imposes constraints. Participatory governance slows decision making. High ethical and welfare commitments increase operational costs. Risk‑aversion restricts innovation. Cultural rigidity limits strategic agility and complicates structural change. These limitations affect JLP’s competitiveness in a fast‑moving retail environment.
The impact of culture on performance is therefore dual. Culture enhances service excellence and organisational resilience but restricts speed, cost competitiveness, and innovation. The theory informed recommendations provided strengthening Task Culture in innovation units, increasing psychological safety, decentralising operational autonomy, embedding ethical KPIs, and modernising governance aim to preserve cultural strengths while reducing cultural constraints.
In conclusion, JLP’s culture is both its greatest asset and its greatest challenge. To remain competitive, the organisation must evolve its cultural practices without compromising its core values. Strategic cultural adaptation is essential for sustaining performance in a rapidly changing retail landscape.
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