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The firm chosen for this investigation to be conducted is the partnership of John Lewis or JLP. It is an organization owned by workers that works in the retail part. It is located in the UK. The activities of the John Lewis Partnership include department stores, markets, banking and money administration. There are many other retail exercises that are led by the John Lewis Partnership. The John Lewis partnership escaped in 1860 in London from the beginning of a curtain shop by the initiator John Lewis (Bradley and Estrin, 1992). Over the years, the business has grown with expansion and acquisitions. The responsibility for the investigated organization lies in the trust, which is managed by its entire representation. This is the reason why the representatives of John Lewis Partnership are classified as "accomplices". They also get the opportunity to have a status in the way the business is managed and how it is run. 
[bookmark: _Toc49028317]Overview of the Company – John Lewis Partnership
John Lewis Partnership representatives are additionally paid a due offer of the organization's annual benefits. As the lion's share of cases, this leads to a remarkable expansion of the annual compensation of Partnership representatives John Lewis. John Lewis Partnership Group is considered to be the third largest private business operating in the United Kingdom in terms of transactions. This position was given to him in 2016. The market part, focused by the organization, is at the centre of eligible buyers in the UK retail market. In any case, since the end of John Lewis, the Partnership has further included the specialty of lower batch buyers in order to expand its marketing technique so as to gain a wide range of buyers and also to build its market base. This ended with the expansion of the Deserve extension, which expanded the business. The John Lewis Partnership is also linked to the Ocado web supermarket. This association will expire in September 2020 anyway (Basterretxea and Story, 2018).
This organization was chosen in the light of the fact that in addition to the fact that it is one of the largest private companies in the UK, as mentioned above, it is also an organization that has an alternative regime of activities and character. Each representative is an accomplice in the organization, which is something new and contains fascinating experience and methodologies that cannot be found in organizations that work in the usual way. This is the reason why the John Lewis Partnership was chosen to be considered.
[bookmark: _Toc49028318]Practices in Management and Leadership for John Lewis Partnership
The John Lewis Partnership has faced tremendous development over the years through a number of acquisitions and business expansion arrangements. The organization follows a proactive methodology for business expansion. The main vision behind the John Lewis Partnership is a mechanical voting-based system proposed by creator John Lewis when he discovered the organization, thinking of Britain in the 19th century. A mechanical majority government is when the accomplices of an organization or company offer benefits, information, and power. This is actually the thought behind the John Lewis Partnership, where every employee is an accomplice in the organization and has his or her own status in the work of the organization. The organization also firmly accepts the experimentation of new thoughts. 
Finding new thoughts and implementing them to check progress is one of the main thoughts behind the John Lewis Partnership and the organization directly masters it at many events. This has consistently been the case with the John Lewis Partnership and its history is replete with similar patterns (Story and Salaman, 2017). It remains constant today in spite of everything. Author John Lewis agreed that each participant must play their part to make the nature of the organization useful for starting new thoughts and implementing them. This is seen as necessary for the success of the modern majority rule system, which is a guiding principle of the John Lewis Partnership. This is what separates John Lewis' partnership from other conventional organizations and the motivation for doing unique business, unlike various organizations in similar fields (Mangan et al, 2016).
The administration style of the John Lewis Partnership is enticing. He presents the stocks to show others how what has been done by the senior staff at the John Lewis Partnership, such as Managing Director Andy Street and President Charlie Mayfield, has been done. These people take on the role of innovator in the association and are often observed to speak vigorously about the goals and development of the organization. Also, they have amazing relationship building abilities that have made them well known among the association's representatives. This is the style of administration in the John Lewis Partnership. In addition, there are various administration methodologies that are updated to promote the exhibition of representatives just like the association as a whole. Exceptional benefits are given to workers who have a sense of significance. 
This is firmly identified with the idea of ​​representative strengthening, which has proved to be a powerful measure to expand attractive factors, such as employee commitment and profitability. In addition, the association has received a system based on a culture of voting, as explained earlier. This is also another measure to strengthen workers. For this reason, standard employee meetings are held in order to pass on the thoughts of the representatives to the SMT. The advantages of the workers additionally take up considerable work here for this situation. John Lewis Partnership employees receive various benefits, such as extended paid leave to receive new ones, club registrations, restrictions on sources of deviation, and so on. the usefulness of one's own kind. Due to such factors, there is a high rate of representative commitment in the John Lewis Partnership and the professions usually last forever. The overall administration style of the John Lewis Partnership is loosened in a way that there is no constant oversight of representatives and microcontroller stays away from that reason. When workers are given clear rules, they are all left alone and trusted to take care of the business on a schedule (Hoffman and Shipper, 2018).
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John Lewis Partnership has reduced the speed of building and using the systems clarified earlier. Nevertheless, attractive results have also been obtained from these techniques. For this reason, the initial step was to take relevant information about the representatives and their behaviour. When this information was gathered, the next step was to process the information so that the most ideal techniques could be thought of to upgrade the ideal performance of the workers. This is how the administration's techniques and rehearsals were conceived by the John Lewis Partnership. The main difference here was that the degree of usefulness of the workers was kept as one of the first problems here due to the implementation and development of the techniques.
As the organization thinks of its entire representative as its accomplice, various techniques have been developed to strengthen workers. To achieve this, it was ensured that workers must feel unique. To ensure this, various moves were made. For example, the plan to grant senior members of paid leave for half a year was introduced all together for them with a vigorous power supply and for them to learn various abilities that can be valuable to workers as the organization. In addition, the organization has further chosen to focus more on the expert, just like the self-improvement of the representatives working for him. For this reason, she decided to give courage to her workers of various natures with the aim that they could become experts, both from and from. Another technique he uses for the above strategies is to move in the direction of maintaining qualities, for example, inspiring workers. For example, on-board speculation, for example, MBOs, have been updated without strict management in order to make representatives more profitable and equally innovative. Representatives were given a free hand to choose their own procedures so as to effectively complete their assigned orders. 
This has caused not only a higher level of strengthening of the representatives, but also a more significant level of profitability of the workers. By effectively presenting such techniques, she had the opportunity to achieve her goals (Chkanikova, 2016). Apart from the workers' perspective, with regard to unstructured choice, the John Lewis Partnership followed proactive procedures to expand business skills and wander into more relevant parts of the market that were likely to be undetected earlier. This way of thinking of the organization to constantly change has been one of the important main impulses behind the rapid development of the organization over the years. It started as an independent company and today is the third largest exclusive organization in the UK. This is a significant achievement that can be accounted for for the proper use of the right techniques and systems at the perfect time (Baddon et al, 2017).
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Despite the fact that the organization is performing excellently, there are still a few areas where you have the opportunity to get better to perform shockingly better. The areas with the highest potential for development are the styles of authority, the board rehearses and the various systems are implemented by the business to complete the normal procedure on a daily basis (Alinsky, 2017). This is an attractive situation for the John Lewis partnership and steps need to be taken to act in this way. In addition, there is also room for further task to be given to workers, especially at the grassroots level. In this way the working limit of the association can be expanded. In addition, it will be useful for the expert development of the representatives working in the John Lewis partnership. Accordingly, the business can be expanded and the benefits as well as the full income can be expanded. Nevertheless, it must be thought here that the new workflow must be provided for legal guidance and it must not be used vitally or in all likelihood it will all be in vain. These are some of the methodologies and suggestions that can be traced by the John Lewis Partnership so as to improve its tasks and the organization as a whole (Salaman and Story, 2016).
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There should be a greater level of centralization in the area of ​​initiative styles. Currently, the initiative and SMT of the organization are deeply decentralized, which may offer to raise an assortment of business issues. With the greater involvement of the more important body of the Partnership, John Lewis will have a greater propensity for dynamism. This will ultimately be beneficial to the business, just like the workers. The rate of return of representatives can also be expanded through better dynamics. In addition, a more ideal asset allocation, followed by lower costs, are part of the potential benefits that can be derived from this progress. In the area of ​​вЂ ‹вЂ‹ the leaders rehearse, there is some opportunity to get better and you. Correspondence channels need to be made more unique so as to save important assets, such as money and time. By making the correspondence more viable, there will also be higher energy of cooperation of the association as a whole.
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