

Leading and Implementing Workplace Change
Module Title: Leading and Implementing Workplace Change
Module Code: BMSW6103









Student’s Name: Dinyo Radev 
Student’s ID:2129750



Contents
Introduction	3
Current State of the Company	3
Business Model and Organisational Structure	4
Recent Performance Metrics	4
Operational Challenges and Opportunities	4
Relationship with the Company	5
Outline of the Change Initiative	6
Overview of the Change Initiative	6
Objectives of the Initiative	6
Key Stakeholders	7
Analysis of Recent History and Impact of External Environment	7
Overview of Significant Events in Recent History	7
Impact of External Environmental Factors	9
Influence on Organisational Strategy and Capability	9
Developing a Model for Change	10
Proposed Model for Managing Strategic Change	10
Analysis of Leadership Style	12
Communication and Change Management	12
Evaluation of Organisational Culture’s Impact on the Change Programme	13
Analysis of the Organisational Culture at John Lewis Partnership	13
Cultural Enablers and Barriers to Change	13
Cultural Enablers for Change	13
Cultural Barriers to Change	14
Assessment of How Culture Impacted on the Outcome of the Change Initiative	14
Developing a Change Management Plan for the Future	15
Conclusion	17
References	18



[bookmark: _Toc184065549]Introduction
Leading and implementing workplace change is an important factor when it comes to determining organisational success in today’s dynamic business environment. External pressures such as the current economic fluctuations, technology trends, and global issues like the COVID-19 pandemic threaten to disrupt organisations so they must keep on innovating and performing better (Zainol et al., 2021). As such, effective change management involves aligning leadership, organisational strategy, as well as culture in order to address these challenges while also developing innovations and resilience within the workforce.
The main purpose of this report is to analyse in a critical manner a recently implemented change initiative within the John Lewis Partnership (JLP) which is one of the largest retailing organisations in the United Kingdom. This report is divided into several important sections: In the first section, details of JLP and my involvement with the company will be given. Secondly, an understanding of the chosen change initiative and its context will be described. Successively, sections will cover the organisation’s recent history, assess leadership and culture contexts, and propose a model for change. Lastly, all the information will help create a detailed change management plan for any future endeavours.
[bookmark: _Toc184065550]Current State of the Company
The John Lewis Partnership (JLP) operates as the largest employee-owned business in the UK, encompassing two primary retail brands: John Lewis and Waitrose (John Lewis Partnership, 2024). Founded more than a century ago, it follows a modern business strategy that involves the decentralisation of the company’s ownership through the distribution of stocks among the employees, constant reinvestment in the company’s production processes, and a focus on satisfying customers and also business partners (John Lewis Partnership, 2024). The company has a chain of 34 John Lewis shops and 329 Waitrose shops, several online stores, distribution centres, heritage centre, and Waitrose cookery schools (John Lewis Partnership, 2024). The business is designed to engage more than 74,000 employees, referred to as ‘Partners’, emphasising that responsibilities and the ensuing rewards and remunerations are shared in the business (John Lewis Partnership, 2024).
[bookmark: _Toc184065551]Business Model and Organisational Structure
JLP’s business model is distinctive as the profits are reinvested into the business rather than distributed to external shareholders (Wood, 2019). This approach thus sustains long-term practices that enhance customer service, partners, and sustainability. There are many cases where the partners are involved in decision-making processes, a fact that attests to the democratic nature of the organisation’s culture. The company operates within the Constitution trying to satisfy the business's profit-making mission while considering social interests and environmental standards (Wright, 2024). It also entails measures that can improve the health and well-being of the employees while also minimising the business’s environmental footprint (Wood, 2019).
[bookmark: _Toc184065552]Recent Performance Metrics
Based on the finances of the company, it can be noted that the retail market competition has been a challenge for the company and also the changing customer buying trends. According to Dempsey (2024), the partnership recorded a £234 million loss in the first half of the year 2023, which makes the fifth loss running in three years. This was led by a decrease in gross sales for Waitrose as well as an increase in operating costs. Despite these challenges, John Lewis has kept customers’ trust by embracing new innovations such as investments in digital transformation as well as personalised services to improve customer experiences (Hall and Eley, 2019). 
[bookmark: _Toc184065553]Operational Challenges and Opportunities
SWOT Analysis
	Strengths 
	Weaknesses

	Strong organisational culture.
Effective leadership team.
Established customer base.
	Resistance to change among staff.
Restricted budget for large-scale initiatives.
Outdated processes that reduce efficiency.

	Opportunities 
	Threats 

	Implementing innovative technologies to enhance efficiency.
Expanding into untapped markets.
Increasing demand for sustainable practices.
	Competitive pressure from more agile firms.
Regulatory changes increase compliance costs.
Economic uncertainty impacting revenue streams.



The company faces numerous issues such as the continued decline in retail margins due to the current economic factors, rising competition from online sales channels as well as consumers’ shift of preferences (Retail Week, 2024). There are also internal pressures like restructuring with decreased partner bonuses which may affect the morale of the employees (Butler, 2023).
Growth opportunities include capitalising on the company’s employee-ownership model as a competitive advantage, increasing investments in digital services, and emphasis on environmentally sustainable initiatives to align with the values and preferences of the customers (Butler, 2023). At the same time, JLP is capable of continuing to take advantage of these opportunities together with overcoming its financial and operational challenges, thus firmly holding its ground as one of the most trusted and progressive retailers in the UK market (Yokoi, 2023).
[bookmark: _Toc184065554]Relationship with the Company
I have a personal connection with the John Lewis Partnership (JLP) through previous work experience as an employee in one of its department stores. While working at JLP, I was privileged to learn about the employee-ownership structure and direct knowledge of Partners’ commitment to their work due to the company’s structure. This position exposed me to different operational aspects such as training in customer service, working as a team player, and understanding the commitment of JLP towards quality and innovation. 
In my opinion, this analysis draws from the knowledge of JLP’s main values and the ways in which it addresses problems threatening the retail industry. My work also revealed the commitment of the organisation to making employees participate in decision making which is one of the strategic factors that can help the organisation experience stability at certain periods of transition. Being a former employee of JLP, I have direct experience of how the workforce is being dealt with and how policies are being enforced in the organisation, thus I bring an insider’s perspective to assess its response to external forces including the COVID-19 pandemic and the changing economy.
This familiarity permits a further penetration of the company’s leadership behaviour and change management mechanisms together with the interaction between culture and dynamics of operations, which gives the groundwork for the analysis done in this report.
[bookmark: _Toc184065555]Outline of the Change Initiative
[bookmark: _Toc184065556]Overview of the Change Initiative
[bookmark: _Hlk184061244]According to Jones (2023), John Lewis Partnership has been undergoing a momentous digital transformation which is illustrated by its recent £100 million partnership with Google Cloud. It seeks to improve customer experiences using technologies such as artificial intelligence and machine learning, with operational excellence as its main focus (Jones, 2023). The partnership also lays the groundwork for a Total Rewards program, a key part of the company’s planned loyalty program due to launch in 2024 (Houston, 2024). This is a new course in customer handling and market competition following the trends in the market, which have shifted from retailing channels towards the more technological market channels.
Similarly, JLP has been taking some measures to mobilise for the new structures of retailing after the pandemic by changing working styles, including remote work and hybrid working models (Dempsey, 2024). According to Davies (2021), the company has shut down poor-performing retail outlets and diversified into operating property leasing services and a financial service business to shore up revenues and serve today’s changing consumer needs. 
[bookmark: _Toc184065557]Objectives of the Initiative
Enhanced Personalisation: this involves the application of big data principles to help retailers create customised approaches to communicating with customers through different categories of touch points, including online and brick-and-mortar stores (Houston, 2024). 
Operational Efficiency: Optimisation of business processes and cost minimisation by using advanced digital tools.
Loyalty and Retention: Imposing a common approach towards implementing loyalty programs to enhance customer ties and also drive repeat business (Houston, 2024).
Workforce Adaptation: Adapting organisational structure by employees’ roles to changes in hybrid work policies and organisation’s operational needs.
Revenue Diversification: Consequently, to cover risks associated with the volatility of the retail business, expanding the company’s field of activity to new types of business activities (John Lewis Partnership, 2024).
[bookmark: _Toc184065558]Key Stakeholders
Leadership Team: Under the leadership of CEO Nish Kankiwala, the organisational leadership is responsible for decision-making and ensures alignment with corporate objectives (McDonald, 2023).
Employees: At various levels, partners are necessary for integrating digital tools and managing change in the working contexts of hybrid work.
Customers: As the end users, the company uses their preferences and satisfaction levels to determine the focus of the transformation.
Technology Partners: Technology partners including Google Cloud enable the shift by providing technological infrastructure and tools (Kurian, 2019).
Investors and Market Analysts: These stakeholders assess the performance and position of the organisation after the implementation of the initiative.
[bookmark: _Toc184065559]Analysis of Recent History and Impact of External Environment
[bookmark: _Toc184065560]Overview of Significant Events in Recent History
The trading environment for the John Lewis Partnership (JLP), which includes the John Lewis department store chain, has undergone radical change in the last few years. Key developments include:
Restructuring and Store Closures: Due to the changes in the retail environment and the impact COVID-19 pandemic, the company has been forced to shut down sixteen department stores across its operations between 2020 and 2021 (BBC News, 2021). Some of these closures were made as attempts to revert to reduced footfall and growing e-commerce influence.
Leadership Changes: Dame Sharon White, Chair since 2020, oversaw several shifts in strategy, such as a new plan for reducing the company’s overdependence on physical stores (Sweney, 2024).
Diversification Efforts: JLP has embarked on diversification by expanding the areas for expansion to include residential property rentals and financial services (Davies, 2021). This diversification seeks to hedge the retail market risks and increase sources of income.
Digital Transformation: Prominent developments in online shopping and personalisation activities such as the £100 million partnership with Google Cloud, as JLP’s reaction to digital retail trends (John Lewis Partnership, 2024). 
PESTEL Analysis
Political: New government policies, which now support sustainability, may need capital investment in green technologies.
Economic: Often organisations are faced with situations where due to inflation or other instabilities found in the economic circle such as COVID-19 thus the funding available to support change implementation is constrained (Retail Week, 2023).
Social: Consumers’ awakening and their concerns for ethical and sustainable practices offer prospects for competitive advantage (Retail Week, 2023).
Technological: Success in modern business mostly depends on the use of digital technologies and different kinds of automation that can help to optimise operations but at the same time consumption of new technologies can demand some training and financial investment.
Environmental: Various measures to make operations environmentally sustainable compel organisations to embrace sustainable practices, but either way, the organisation faces penalties if it is found not to have complied (Retail Week, 2023).
Legal: When it comes to changes in employment laws as well as data protection regulations, organisations should plan carefully when undertaking the change to meet the requirements of the new laws. 
Porter’s Five Forces
Threat of New Entrants: Moderate, as the initial investment is relatively high, so high entrants are not likely to enter the market.
Bargaining Power of Customers: Growing, due to the rising awareness of customers about the organisation’s practices and their expectations for better business ethics (Retail Week, 2023).
Bargaining Power of Suppliers: High, owing to the scarcity of sustainable materials which are generally used to produce these sustainable products.

Industry Rivalry: High, because competitors offer new strategies for gaining market share (Retail Week, 2023)..
Threat of Substitutes: Moderate, since the options there a little more expensive, but there are alternatives.
[bookmark: _Toc184065561]Impact of External Environmental Factors
COVID-19 Pandemic
The pandemic played a major role in the growth of the company's e-commerce. JLP reported that online sales contributed 75% of the value of total sales made in the year 2020, this is up from 40% before the social distancing measures during the pandemic (Statista, 2023). In addition, the global supply chain disruption affected JLP’s capacity to manage inventories where the company experienced some issues during the festive period such as Christmas to manage inventory. 
JLP for the first time adopted hybrid working for head office employees and ensured stringent precaution measures at the physical outlet and stores or warehouse (Dempsey, 2024). Moreover, it accelerated its shift towards online selling due to the increasing number of consumers shopping online
Economic and Regulatory Factors
Due to many entailing factors after Brexit, trading proved costly with added formalities, especially in acquiring products from the EU (Retail Week, 2023). This has been especially challenging for JLP's supply chain. Further, a general increase in the price of goods, energy, and wages due to inflation has put pressure on profit margins compelling JLP to adopt operational and price strategies. Talent deficiencies owing to Brexit and the COVID-19 outbreak have also constrained brand and worker acquisition and maintenance at John Lewis (Retail Week, 2023) 
[bookmark: _Toc184065562]Influence on Organisational Strategy and Capability
Strategic Shifts
External factors forced JLP to seek new sources of revenue through ventures like property leasing business and more focus on online grocery selling (John Lewis Partnership, 2024). The shift correlates with the long-term goals of the organisation to decrease the dependency upon revenues that are earned through traditional retail means.
Enhanced Organisational Capability
Google Cloud connectivity has enhanced JLP’s digital platform and has accelerated its data analysis and marketing techniques in customer preference (Kurian, 2019). These capabilities are important if competitiveness in e-commerce is to be maintained.
Cultural Adaptations
The partnership model which is a characteristic feature of JLP has been a key strength as well as a potential issue (Sammour et al., 2020). Attempts to alter organisational culture to embrace new ways of working, a new mix of workplace and virtual work, or technology-enabled innovation have demanded much attention to organisational communication and management.
[bookmark: _Toc184065563]Developing a Model for Change
[bookmark: _Toc184065564]Proposed Models for Managing Strategic Change
Kotter’s 8-Step Process, Lewin’s change model and ADKAR Models for Leading Change are the most appropriate to use by the John Lewis Partnership (JLP) to achieve effective management of the change process. 
Kotter’s 8-Step Process 
The steps include:
1. [bookmark: _Hlk184062456]Establishing a Sense of Urgency: Explaining why change is required across the digital area and the diversification of results and an unstable retail environment and regarding external factors (Sittrop and Crosthwaite, 2021). 
2. [bookmark: _Hlk184062301]Creating a Guiding Coalition: Creating a change implementation team with the leader of the organisation, where the case of the CEO and other leaders of key departments (Trawick and Carraher, 2023).
3. Developing a Vision and Strategy: Developing a comprehensive plan based on digital transformation, organisational flexibility, as well as operational portfolio diversification.
4. Communicating the Change Vision: Guaranteeing a clear and open dialogue through a number of channels to reach all the partners or employees (Trawick and Carraher, 2023).
5. Empowering Broad-Based Action: promoting employee participation in decision-making through providing possibilities for training on how to use digital tools.
6. Generating Short-Term Wins: Presenting early success, including the growth in web sales and initial feedback from the customers on personalisation efforts (Trawick and Carraher, 2023).
7. Consolidating Gains and Producing More Change: Applying the early results as reference points for more digital investments and other modifications in operations (Sittrop and Crosthwaite, 2021). 
8. Anchoring New Approaches in the Culture: The addition of digital and hybrid practices into the partnership philosophy
Lewin’s Change Model 
The model involves three stages including:
Unfreeze: this stage involves informing people about the necessity of change based on the fact that work can be less effective and less efficient (Tasoulis et al., 2023).
Change: Making the changes here revolves around making sure that there are support and resources available for implementation (Bartsch et al., 2020).
Refreeze: the final stage entails strengthening changes through policy change and follow up continuously.
ADKAR Model
There are various stages involved in implementing change in this model;
Awareness: Emphasise what is to be gained by the change process to the target stakeholders.
Desire: Ensure the employees have the desire to become involved in the change (Bartsch et al., 2020).
Knowledge: Another strategy is to develop training programs that help to teach all the employees the skills they need to have (Tasoulis et al., 2023).
Ability: Make sure that employees are capable of enacting the modifications well.
Reinforcement: Use incentives to maintain momentum.
[bookmark: _Toc184065565]Analysis of Leadership Style
[bookmark: _Hlk184821860]This short analysis of the recent changes that took place in JLP shows that the organisation adopted transformational leadership supported by such leaders as Dame Sharon White (Sweney, 2024). By making ideas and visions to increase organisational commitment, transformational leaders encourage employees to embrace change (Bartsch et al., 2020). Leadership is essential when it comes to the formulation of change and its alignment with a particular organisational agenda. A good leader helps his employees and helps them to navigate changes (Bartsch et al., 2020). White focused on work at the tactical level, encouraging transparency and collaboration, and the use of brainstorming techniques with the staff outlining the problems facing the company and their potential solutions. Coaching and support are key to helping introduce change in an organisation, educate stakeholders on the need to implement and support it, and acquire commitment from employees.
Leadership ensures accountability and it also ensures that there is a swift transition. A lack of leadership can greatly endanger the direction and poor implementation of change programs in the organisation (Bartsch et al., 2020). However, the leadership approach to all these change initiatives was criticised for the speed and communication of some of these measures including store closures and job restructuring. Transformational leadership fosters creativity and innovation; however, it requires reinforcement with various elements of transactional leadership in order to ensure accountability as well as clarity in executing specific tasks (Bartsch et al., 2020).
[bookmark: _Toc184065566]Communication and Change Management 
[bookmark: _Hlk184822993]According to Tasoulis et al. (2023), the company emphasised transparent communication as the partners remained informed through internal newsletters, employee forums, and virtual town halls which were adopted by JLP. This action eased resistance and helped increase their level of trust in the new initiating company. JLP also ensured that the stakeholders were engaged through mechanisms for consultation with partners and taking of feedback often in decision-making processes (Tasoulis et al., 2023). This approach aligns with the partner model where the ownership and responsibility of the organisation belong to the partners.
[bookmark: _Hlk184062839]For digitalisation, there was training and development of the employees through availing of training on the various tools, and matters relating to the new world of work such as working remotely and hybrid (Sammour et al., 2020). Such empowerment was crucial for enhancing its implementational success. Further, resistance was managed by solving it through the use of motivational messages to support change such as enhancing customers’ satisfaction and job security through a varied skill set (Tasoulis et al., 2023). Employees were being listened to and recognised through other forms of leadership and even being empathised with.
JLP also ensured that in order to measure progress, performance with reference to KPIs such as online sales growth, customers’ satisfaction, and various engagement scores was constant. Information was also being reported to show progress made and any changes made were to reflect new developments made.
[bookmark: _Toc184065567]Evaluation of Organisational Culture’s Impact on the Change Programme
[bookmark: _Toc184065568]Analysis of the Organisational Culture at John Lewis Partnership
John Lewis Partnership (JLP) operates under a unique employee ownership model, where all employees, also known as partners, are co-owners of the business. The culture that is established by this identity nurtures a sense of belonging, responsibility, and also shared success (Sammour et al., 2020). As a culture based on combined accountability, this concept is aimed at mutual confidence, cooperation, and open involvement in a partner’s well-being as well as development. This culture is also about ethical practices, customers, and sustainability.
Another key cultural aspect is JLP’s focus on employee well-being. The organisation provides standard employee benefits as well as provisions of working conditions including flexible work schedules, training, and workplace wellness programmes which go further to support the organisation’s stewardship by taking care of its workforce (Sammour et al., 2020). Also, inclusivity is a key business value, seen through its diversity and inclusion program that fosters an environment that embraces all employees of the company (Baek et al., 2019).
[bookmark: _Toc184065569]Cultural Enablers and Barriers to Change
[bookmark: _Toc184065570]Cultural Enablers for Change
Employee Engagement and Ownership
The employee ownership model leads to increased understanding and feelings of ownership to the success of the firm (Sammour et al., 2020). As such, the changes are more likely to be accepted when partners view them as in the interest of improving the organisation's health, something that can be identified with co-owners.
Strong Communication Channels
The fact that JLP encourages a culture of openness makes it possible to explain why some changes are being made, and what the gains would be. Bartsch et al. (2020) suggest that leadership teams should communicate regularly with their subordinates using town halls and organisational communication to increase the employees’ trust and maintain their morale during the organisational change.
Commitment to Learning and Development 
JLP’s strong model of employee training underlines other initiatives such as digital transformation (Sammour et al., 2020). They ensure the employees are abreast with new knowledge because this has helped them to master new strategies that JLP has adopted related to the digital world.
[bookmark: _Toc184065571]Cultural Barriers to Change
Resistance to Change in Tradition
Due to the long-standing cooperation tradition at the company, JLP relied heavily on conventional face-to-face communication with the customers and store-based operations. Employees that have been accustomed to this environment may have initially resisted the move towards digital transformation perceiving it as a threat to the already established way of working (Sammour et al., 2020).
Balancing Employee Ownership with Leadership Decisions
Structurally, JLP is a partner-owned firm, which means that its management is faced with the challenge of navigating the delicate balance between top-down strategic decisions as well as bottom-up participation (Larsen et al., 2018). Other changes like store closings posed a problem because of the democratic structure of the partnership model where everyone feels they should have a say in particular decisions.
[bookmark: _Toc184065572]Assessment of How Culture Impacted on the Outcome of the Change Initiative
JLP’s culture has had mixed impacts on the results of its current change initiatives specifically to digital transformation and also diversification. On one hand, the high level of engagement of employees and the level of openness ensured easy implementation of some of the changes that were associated with the change process (Tasoulis et al., 2023). When the employees were informed that a specific change was imminent and when they felt that such change was inevitable, the changes were easily accepted by the employees (Baek et al., 2019). Combined with inclusivity, it also enabled the employees to bring forward their concerns and thoughts for change implementation further making the process more specific to be accepted by the organisational members.
On the other hand, the deep-rooted traditions and values of the organisation presented problems (Baek et al., 2019). Many employees were slow to adopt a new way of managing the business since they had been used to the conventional retail framework. Some partners saw the drive towards online sales technology as eradicating the face-to-face, people-oriented approach that was a hallmark of the JLP brand associations (Tasoulis et al., 2023). Such resistance was an aspect that was slowing down the rate of full realisation of change.
[bookmark: _Hlk184063380]Furthermore, on the structure aspect, the partnership model which fosters employee ownership sometimes proved problematic, especially on issues like store closure or redundancy. Whereas employees were actively participating and being involved in decision-making, decisions seemed to have an effect on the partners both emotionally and financially which cannot be overemphasised (Tasoulis et al., 2023). Some of the partners developed frustration as a result suggesting the possibility of negativities compromising the success of such change initiatives.
Therefore, it is evident that organisational culture as exemplified by the JLP contributed positively to the change processes, but also posed certain difficulties for the firm. As much as engagement and communication were made easy through the aspects of transparency, employee ownership, and inclusion, reluctance to disrupt traditional models and also an emotional attachment to the company’s legacy were challenges that hindered change. In future modifications, JLP will need to focus mainly on aligning its cultural values with new strategic directions while also addressing resistance through targeted engagement as well as support mechanisms.
[bookmark: _Hlk184050396][bookmark: _Toc184065573]Developing a Change Management Plan for the Future
Financial plan 
	Category 
	Estimated costs (£)

	Training and skills development
	200,000

	Acquisition of talent
	150,000

	Technological integration
	300,000

	Communication strategies
	50,000

	Engagement with stakeholders
	30,000

	Cultural development
	70,000



Total estimated cost: £800,000
 Communication and Stakeholder Engagement
Transparent and clear communication is essential to building any change effort (Lee, 2021). In the case of JLP, the change management processes should remain open for leadership and partners to make sure that all the relevant stakeholders appreciate the processes of change. It involves always ensuring that top management communication in terms of dissemination of information is regular and more to that, making sure that information garnered from employees is put into effective use, especially in refining strategies (Bartsch et al., 2020). Also, establishing meaningful relationships with the appropriate external clients, suppliers, customers, and other regulatory institutions will enable JLP to observe and adhere to the market trends and what the customers want.
Improving Adaptability and Resilience
[bookmark: _Hlk184063305][bookmark: _Hlk184062396]JLP should pay more attention to enhancing organisational resilience since it would always be subjected to certain risks such as global crisis and changes in customer trends and behaviour. Hiring talent with greater flexibility with skills in digital tools and technology will also help future-proof the company (Lee, 2021). Continuous training initiatives that focus on new skills and generic skills, particularly information technology literacy and cross-functionality mean that changes will not affect the organisation adversely (Sittrop and Crosthwaite, 2021). Moreover, JLP can enhance its agile decision-making processes which would allow for quicker responses to various external changes like economic fluctuations or supply chain disruptions
Leveraging Organisational Culture to Support Change
The key enablers of change in the case of JLP are employee ownership and inclusivity (Tasoulis et al., 2023). As such, in future change initiatives, more partners should be engaged in the decision-making process to ensure they own the changes initiated. In addition, the company values must be aligned with the strategic goals to re-engage employees on the issue of change and the need to support it (Sammour et al., 2020). Developing a culture that embraces change at the same time promoting the company’s culture will help in achieving the desired goal where change is embraced and seen as a new-age culture at JLP.
[bookmark: _Toc184065574]Conclusion
The evidence presented in this report has examined the change initiatives of the John Lewis Partnership (JLP) concerning the strategies concerning changes forced by factors outside the company as well as the digital transformation to ensure the firm stays relevant. Such findings reveal such areas as market disturbances, shifting economic conditions, and the difficulties associated with the more conventional working paradigms. Despite these hurdles, JLP's employee ownership structure and strong organisational culture have enabled it to adapt to these changes. The analysis indicated that the leadership factor was a significant predictor of change processes. Due to openness and ethical embrace by the JLP head and clear delegation of power in the change process, the change was possible. However, balancing the company’s cooperative values with the need for strategic top-down decisions remains a challenge. The organisational culture itself has been a strength in the area of keeping employees engaged though this organisational culture has presented barriers in terms of adopting digital change and reducing the emotional attachment to traditional retail practices. Therefore, the understanding of the links between change, leadership, and organisational culture plays a critical role in achieving sustainable performance for the John Lewis Partnership. As such, by taking advantage of its strengths in employee engagement and adaptability while addressing the barriers created by its heritage, JLP can be able to effectively navigate future challenges and also continue to thrive in an increasingly competitive marketplace.
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