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[bookmark: _Toc232024477]Executive Summary
This report critically evaluates organisational culture at the John Lewis Partnership (JLP), the United Kingdom’s largest employee-owned retailer. Drawing on Mullins and Christy (2016), it argues that culture is a pervasive force shaping JLP’s distinctive Trust-based structure and tri-partite decision-making system. Schein’s three-level model (Schein and Schein, 2017), Handy’s (1993) cultural typology and Hofstede, Hofstede and Minkov’s (2010) national dimensions are applied to surface visible artefacts, espoused values and underlying assumptions. The analysis finds that JLP exhibits a hybrid role-and-person culture rooted in deep assumptions of co-ownership, fairness and long-term stewardship. While this culture has been a powerful enabler — supporting customer service differentiation and a 5% sales rise to £13.4bn in 2025/26 (John Lewis Partnership, 2026) — it has also acted as a barrier by slowing decision velocity and constraining external capital. The report concludes with three theory-informed recommendations: institutionalised ambidextrous culture, a published cultural performance scorecard and Kotter-style change management around pay architecture. Implemented alongside the current ‘Brilliant Retail’ transformation, these proposals aim to convert cultural distinctiveness into measurable competitive advantage.










[bookmark: _Toc232024478]1.0 Introduction
The definition of organisational culture from Mullins and Christy (2016, p. 574) is 'how things are done around here' and represents shared values, beliefs and attitudes that shape the way in which organisational processes are interpreted and acted upon. As digital disruption, structural cost inflation and changing expectations have been rapidly expanding, culture is emerging as a strategic resource that can either help or hinder transformation (Schein and Schein, 2017). The John Lewis Partnership (JLP) is the parent company of the John Lewis department stores and Waitrose supermarkets and is the largest employee-owned business in the United Kingdom. JLP is chosen deliberately for its culture to be a pillar of its business, as it is enshrined in its constitution by its founder, John Spedan Lewis, almost 100 years ago and is not a peripheral artefact of culture being at the end of the chain (Employee Ownership Association, 2024).
The report is divided into five related tasks. First, it critically examines the culture's influence on the structure and decision-making of JLP. Second, it uses Schein's three-level approach, Handy's cultural typology and Hofstede's national dimensions to gain understanding of the dominant culture. Third, it examines the ways in which JLP uses culture to respond to its external environment. Fourth, it examines critically whether culture is a barrier or an enabler to organisational effectiveness. Fifth, it assesses how culture is affecting more recent performance and makes theory-based recommendations. Real-world evidence comes from the published annual reports of JLP for 2024/25 & 2025/26, parliamentary submissions regarding corporate governance and the trade and national media of the time. The report has a critical tone throughout, confronting the cultural structures that have been in place with the contested realities of the recent JLP performances, in this case the suspension of the Partnership Bonus in 2025 and the partial restoration of the Partnership Bonus in March 2026 (BBC News, 2026).



[bookmark: _Toc232024479]2.0 Organisational Culture, Structure and Decision-Making
For Mullins and Christy (2016), organisational culture is a collection of deeply entrenched values, beliefs and shared assumptions that guide the interpretation of events and decision-making of organisational members. Schein and Schein (2017) further state that culture is the after-image of the group's learning in adapting to the outside world and integrating with the inside world. In JLP, culture is not emergent but is designed as an institution: The 1928 Constitution, created by John Spedan Lewis, established three governing authorities: the Partnership Council, the Chairman and the Partnership Board; and the ultimate purpose of the business was to 'promote the happiness of its members' (Employee Ownership Association, 2024).
This constitutional structure creates a structure rare in the UK retail sector. JLP is a special type of shareholder-owned listed company and is held in trust for its 76,000 partners (employees) who are all co-owners. The executive board shares power with the chairman and a democratically elected partnership council which oversees partners throughout the business and holds the chairman to account under the constitution, which provides that the council may call to account the chairman and, in extremis, pass a resolution for his/her dismissal (Parliament of the United Kingdom, 2017). This tri-part arrangement is visualised in Figure 1.
	PARTNERSHIP COUNCIL
Democratic voice of Partners
Holds Chairman to account
600+ elected Partners
	CHAIRMAN
Upholds the Constitution
Accountable to Council
Jason Tarry (2024–)
	PARTNERSHIP BOARD
Strategic direction
Financial oversight
5 elected Partner directors

	76,000 Partners (employee co-owners) — share profit, knowledge and power


Figure 1: JLP Governance Structure — The Three Authorities (Employee Ownership Association, 2024)
JLP is structurally distinct from a traditional machine bureaucracy and resembles what Mullins and McLean (2019) calls a participative form, in which decision rights are shared and moderated by deliberative structures. The strategic direction, allocation of capital, and partner pay are not executive decisions but are mediated through partner forums and constitutional accountability. The decision not to pay the partnership bonus in 2025 despite a threefold rise in profits, for instance, was mentioned in democratic forums, and the council had to examine the balance between reward and reinvestment in transformation (Retail Gazette, 2026).
Critically, this is a structure with two implications for decision-making. On the positive side, partner buy-in is important for legitimate decisions, creating less friction in implementing the decision and reinforcing the espoused value of fairness (Cameron and Quinn, 2011). Participating in democratic systems also brings out front-line knowledge that hierarchical retailers might not know. The downside of the trade-off is decision speed. A consultative culture slows down decision-making, which is risky in the fast-moving sector, as Hofstede, Hofstede and Minkov (2010) suggest. As Chairman (2020-2024), Sharon White was criticised for restricting the speed and amount of investment needed for digital and store-portfolio reform; her replacement, Jason Tarry, has made it clear that he is seeking to accelerate digital investment, with capital expenditure rising from £312m in 2023/24 to £542m in 2024/25, and there are plans to spend approximately £600m in 2025/26 (Fortune, 2025; Drapers, 2025).
The structure-decision relationship at JLP can thus be interpreted as a constitutional agreement to participative governance that ensures legitimacy but comes at a price of lack of agility. This trade-off mirrors the study by Schneider, Ehrhart and Macey (2013), which found that effectiveness and adaptability are both shaped by climate and culture and sometimes are in tension. 






[bookmark: _Toc232024480]3.0 Application of Cultural Frameworks
In order to get to know the prevailing culture at JLP, this section uses three frameworks that are well known in the field: Schein's three-level model, Handy's typology and Hofstede's national dimensions; the results are triangulated.
[bookmark: _Toc232024481]3.1 Schein's Three Levels of Culture
Schein and Schein (2017) propose that culture operates at three interlocking levels: visible artefacts, espoused values and underlying basic assumptions. Figure 2 maps JLP-specific exemplars to each level.
	UNDERLYING ASSUMPTIONS (Level 3 — Deepest)
	Co-ownership is morally right; fairness underpins commercial success; long-term stewardship supersedes short-term profit

	ESPOUSED VALUES (Level 2)
	'Working in Partnership for a happier world'; 'Brilliant Retail'; Partners share profit, knowledge and power; fairness, honesty, respect

	ARTEFACTS (Level 1 — Visible)
	Partnership Constitution; Partnership Council; The Gazette; 'Partners' branding; Partnership Bonus; democratic forums; store uniforms


Figure 2: Schein's Three Levels of Culture applied to JLP (adapted from Schein and Schein, 2017)
The most obvious JLP signals are the Partnership Constitution, the United Kingdom's longest-running in-house newspaper (the Gazette, in circulation since 1918), the elected Partnership Council and the annual Partnership Bonus. Employee Ownership Association (2024): The "Partners" branding on the shopfront and on Partner badges comes to life as co-ownership between colleagues and customers. The purpose statement 'Working in Partnership for a happier world' and the 'Brilliant Retail' strategic narrative (John Lewis Partnership, 2025) are used to support the espoused values which are expressed in the Constitution. The deepest and most powerful beliefs are underlying assumptions, such as a belief that the business is bigger for the satisfaction of partners than it is for outside shareholders; that fairness is a part of business success; and that long-term stewardship is more important than short-term profit maximisation.
The key to the strength of Schein's framework is the fact that artefacts and espoused values can be copied by others, but assumptions cannot. This is the most fundamental level of JLP's competitive distinctiveness. It is also recognised, however, that culture can become maladaptive when assumptions become entrenched and hinder learning, as Schein and Schein (2017) point out. They have been heard to complain that this is a problem at JLP, where quick decisions on closing stores may have been put off, along with online migration and the external minority investment scheme later mooted by White, which was briefly explored (Drapers, 2025; Personnel Today, 2024).
[bookmark: _Toc232024482]3.2 Handy's Cultural Typology
There are four types of culture in organisations according to Handy (1993): power, role, task and person. All of these are applied to JLP in Table 1.
	Culture Type (Handy, 1993)
	Defining Characteristic
	Evidence at JLP
	Strength

	Power culture
	Central authority; decisions radiate from a power figure
	Muted: Chairman is constitutionally constrained by Council and Trust
	Weak

	Role culture
	Bureaucratic; rules, procedures and defined roles dominate
	Strong: written Constitution, formal Council and Board procedures, codified Partner rights
	Strong

	Task culture
	Project- and outcome-oriented; team-based
	Moderate: cross-functional store and category teams pursuing the Brilliant Retail agenda
	Moderate

	Person culture
	Organisation exists to serve its members
	Strong: Partners are co-owners; constitutional purpose is the happiness of members
	Strong


Table 1: Handy's Four Culture Types Applied to JLP (author's analysis, drawing on Handy, 1993)
No single Handy archetype fits with JLP. Role culture can be seen in the formal constitutional structure, clear roles for the council and board and a policy framework. But person culture is also present: the purpose of the organisation is to support the growth and well-being of its partners, rather than its members, as Handy said of the culture that exists around its members. Task culture emerges in multi-functional teams working to achieve the Brilliant Retail agenda, and power culture is subdued by constitutional restraints. It is therefore most defensible to interpret JLP as fulfilling a hybrid role-person culture -- a rules-based culture structure within which Partners are the main beneficiaries. This is a hybrid, which is not commonly found in mainstream UK retail and is perhaps JLP's most unique cultural aspect (Cameron and Quinn, 2011).
[bookmark: _Toc232024483]3.3 Hofstede's Cultural Dimensions
The framework of Hofstede, Hofstede and Minkov (2010) provides a context for JLP within its UK national context. The scores on the six dimensions in the United Kingdom are shown in figure 3.

Figure 3: Hofstede UK National Culture Dimensions (data from Hofstede Insights, 2024)
The United Kingdom has low scores on power distance (35), high scores on individualism (89) and indulgence (69), moderately high scores on masculinity (66), low scores on uncertainty avoidance (35) and intermediate scores on long-term orientation (51) (Hofstede Insights, 2024). JLP is illuminated well in 3 dimensions. First, low power distance is in line with the constitutional norm that partners have the right to challenge the chairman, which has facilitated the cultural embedment of the partnership model. Second, although it may seem paradoxical, high levels of individualism and the JLP collectivist concept of trust ownership can be resolved if it is understood that JLP collectivism is contractual, as partners opt in individually into the shared enterprise, which is compatible with individualism in Britain (Cameron and Quinn, 2011). Third, uncertainty avoidance is related to why the market can tolerate the gradual transformation that has been taking place for JLP over the years and why the market is impatient with the external recovery and the delayed bonus.
[bookmark: _Toc232024484]3.4 The Prevailing Culture
Triangulating the three, the prevailing culture within the JLP may be one that is hybrid in nature – a role of the constitution – with strong beliefs in fairness, co-ownership and long-term stewardship and, at the same time, a low power distance and national context. The characterisation is used as the analytical framework in the following sections.
[bookmark: _Toc232024485]4.0 Culture and External Adaptation
It includes structural cost inflation as a result of the new Extended Producer Responsibility packaging levy, which costs UK retailers £13m in 2025/26 (John Lewis Partnership, 2026), as well as the faster channel shift to online, increased grocery competition from Aldi, Lidl and Tesco, and growing consumer demand for sustainability and digital convenience.
How these pressures are handled by JLP is mediated by its culture. The principal cultural lever is the mentorship, loyalty and family sense that is promoted in a clan-type orientation, as described by Cameron and Quinn (2011), and is institutionalised in the partnership model. The orientation enables Waitrose to differentiate their customer service, with their Net Promoter Score reaching a high in 2025/26 and a tenth consecutive quarter of customer growth in the same period (John Lewis Partnership, 2026). In a price-competitive grocery environment, service is a differentiating factor more and more, becoming a structural one rather than a niche one.
Culture also influences adaptive capacity by influencing how change is introduced and accepted. According to Kotter (2012), change needs to have a guiding coalition and a wide coalition of support. One of the reasons that the £542m-£600m transformation programme has found partner consent in spite of the suspended bonus is the elected forums that JLP has available that can be easily joined to form coalitions. But the same forums can exacerbate time-to-market issues with technology-led innovations, with competitors' cycles being quarterly, not constitutional. Tarry's arrival from Tesco in 2024 was much publicised as a cultural shift, and his tenure has focused on making quicker, more commercially driven decisions within the framework of the constitution (Fortune, 2025).
The Partnership Bonus is an illustration of the cultural-adaptive interplay, nothing more. The 2023-2025 suspension was unpopular with the partners and could cause symbolic harm to the cultural compact (The Industry.fashion, 2024). However, the Council and the Board determined that the cash to fund base pay uplifts and capital expenditure of £116m in 2024 and £114m in 2025 were an investment in the long-term culture of the business (John Lewis Partnership, 2025). With record customer satisfaction and 6% PBTBE growth, this trade-off has worked so far (at least provisionally in March 2026) – see BBC News, 2026. In the external-adaptation profile, adapted from Denison, Nieminen and Kotrba (2014), JLP's profile features strength in mission and consistency (clear purpose and codified constitution) as well as improving but contested adaptability.
[bookmark: _Toc232024486]5.0 Barrier or Enabler? A Critical Assessment
It is one of the most debated topics in the UK retailing discussion these days: whether JLP's culture is a hindrance or a help is to be found out. A balanced critical assessment shows that culture functions both ways, with the net effect being context-dependent.
JLP's culture provides four areas of advantage as an enabler. First, it is a testament to the quality of customer service; partners say they see themselves as 'co-owners', and customer numbers are up 4%, and there has been a 13% increase in My John Lewis loyalty membership (John Lewis Partnership, 2025). Second, culture gives legitimacy to hard choices -- such as pay restraint and store closures -- by allowing them to go through the democratic process instead of being imposed. Thirdly, the Constitution offers a reputational moat in an industry that's been pilloried for low pay and temporary jobs. Third, culture is a key enabler for long-term investment periods which are unavailable to listed companies facing quarterly earnings pressures (Mullins and Christy, 2016).
Culture has come with three documented costs. Then, there is the factor of slower decision velocity, as observed by Schneider, Ehrhart and Macey (2013) in consensus-orientated cultures, which is what is happening in this case at the private-equity-owned or listed competitors. Second, the trust structure is a limiting factor for external funding, which helped to slow down the investment in the digital and store fleet during White's time (Drapers, 2025). Third, assumptions of the inviolability of partnership can stifle candid discussion of radical reform of the system (thoughtfully, the brief proposal of the minority external investment in 2023 that was withdrawn after partner uproar (Drapers, 2025)), as witnessed by the Parklife project falling into disrepair.
The key is that where the strategic task is a service-led differentiator, JLP's culture is an enabler; where the strategic task is rapid capital deployment or restructuring of the firm, JLP's culture is a barrier. This aligns with the work of Denison, Nieminen and Kotrba (2014), which determined that there is no one-size-fits-all type of culture that is consistently going to be successful; it is a matter of culture fit and strategic context. Thus, the strategic challenge for JLP is not to lose its culture but to select structural and process changes that preserve partnership values and enhance capital agility and decision agility. In the following section, these innovations are developed.
[bookmark: _Toc232024487]6.0 Performance Impact and Recommendations
The performance impact of JLP’s culture is observable in recent financials. Figure 4 presents Partnership Profit Before Tax, Bonus and Exceptional Items (PBTBE) across the past five reporting years.

Figure 4: JLP Profit Before Tax, Bonus and Exceptional Items (PBTBE), 2021/22–2025/26 (£m). Source: John Lewis Partnership Annual Reports 2022, 2023, 2024, 2025, 2026.
PBTBE moved from a £78m loss in 2022/23 to a £42m profit in 2023/24, £126m in 2024/25 and £134m in 2025/26 — a £212m swing in three years (Investegate, 2024; John Lewis Partnership, 2025; John Lewis Partnership, 2026). Sales reached £13.4bn in 2025/26, up 5% year-on-year (John Lewis Partnership, 2026). These results were achieved while doubling capital investment to approximately £600m and increasing Partner base pay by £114m (Fortune, 2025). The 2% Partnership Bonus restored in March 2026 — the first since 2022 — symbolically reconnected performance with the cultural compact (BBC News, 2026). Critically, this trajectory coincides with a cultural inflection: a Chairman appointed from outside the Partnership for the first time in two decades, an explicit ‘Brilliant Retail’ framing, and accelerated structural investment within constitutional bounds. The data thus support the proposition that cultural distinctiveness, when paired with disciplined commercial leadership, can drive performance (Cameron and Quinn, 2011).
Three theory-informed recommendations follow, summarised in Table 2.
	Recommendation
	Theoretical Basis
	Operational Step
	Expected Outcome

	Institutionalise ambidextrous culture
	O'Reilly and Tushman in Schein and Schein (2017); Cameron and Quinn (2011)
	Define ring-fenced 'fast-track' decision rights for technology and supply-chain procurement below a stated threshold, while preserving Council strategic oversight
	Faster digital cycle time without diluting Partnership consultation

	Publish a cultural performance scorecard
	Denison, Nieminen and Kotrba (2014); Schneider, Ehrhart and Macey (2013)
	Include Partner engagement, Net Promoter Score, internal mobility and democratic participation in the annual report alongside financials
	Joint measurement of culture and performance; early warning of cultural drift

	Apply Kotter-style change management to pay architecture
	Kotter (2012); Mullins and Christy (2016)
	Codify and transparently communicate the formula linking PBTBE, capital investment and Partnership Bonus, with Council ratification
	Bonus suspension or restoration is read as commercial discipline rather than cultural betrayal


Table 2: Recommendations Matrix (author's synthesis)
First, JLP should institutionalise an ambidextrous culture (O’Reilly and Tushman, as cited in Schein and Schein, 2017), preserving consultative norms for strategy while ring-fencing decisional speed for digital and supply-chain investment. Operationally, this means defining a small set of fast-track decision rights for operational technology procurement, exempt from full Council deliberation while remaining within constitutional audit. Second, the Partnership should publish a cultural performance scorecard alongside its financial Annual Report, with metrics on Partner engagement, customer satisfaction, internal mobility and democratic participation. This would operationalise Denison, Nieminen and Kotrba’s (2014) insight that culture and performance must be measured jointly, disciplining cultural drift by exposing trends to Partner and external scrutiny. Third, JLP should accelerate evidence-based change management around the Bonus and pay architecture, applying Kotter’s (2012) eight-step model.  

















[bookmark: _Toc232024488]7.0 Conclusion
This report has critically analysed the organisational culture of the John Lewis Partnership. Drawing on the three-level model of culture proposed by Schein, the typology provided by Handy, and Hofstede's national dimensions, an analysis identified the dominant culture of JLP as a constitutional role-person, with a set of strong assumptions of fairness, co-ownership and long-term stewardship. The report showed that this culture not only affects JLP's three-tiered governance model but also helps to delay and formalise decision-making processes. It provides a means to differentiate through services and align partners; it limits decision speed and external funding. Recent financial results are testament to the fact that cultural distinctiveness is able to support performance, as evidenced by a £212m PBTBE swing over the past three years, a 5% sales increase to £13.4bn and the partial restoration of the Partnership Bonus in March 2026. The following recommendations were put forward: create an institutionalised ambidextrous culture, publish the cultural performance scorecard, and implement Kotter change management of pay and bonus architecture. The broader lesson is in keeping with Mullins and Christy (2016), who argue that culture is not a ‘soft variable’ but a ‘strategic asset’ and must be managed through ‘stewardship' and ‘reform'.

[bookmark: _Toc232024489]References
BBC News (2026) 'John Lewis to pay first staff bonus for four years', BBC News, 12 March. Available at: https://www.aol.com/articles/john-lewis-pays-first-staff-072958291.html (Accessed: 10 June 2026).
Cameron, K.S. and Quinn, R.E. (2011) Diagnosing and Changing Organizational Culture: Based on the Competing Values Framework. 3rd edn. San Francisco: Jossey-Bass.
Denison, D.R., Nieminen, L. and Kotrba, L. (2014) 'Diagnosing organizational cultures: a conceptual and empirical review of culture effectiveness surveys', European Journal of Work and Organizational Psychology, 23(1), pp. 145–161.
Drapers (2025) 'John Lewis mulls revival of staff bonus', Drapers Online, 21 July. Available at: https://www.drapersonline.com/news/john-lewis-mulls-revival-of-staff-bonus (Accessed: 10 June 2026).
Employee Ownership Association (2024) John Lewis Partnership: Employee Ownership Case Study. London: Employee Ownership Association. Available at: https://employeeownership.co.uk/Site/Site/content/All-About-EO/Case-Studies/john-lewis-partnership.aspx (Accessed: 10 June 2026).
Fortune (2025) 'John Lewis profit jumps as turnaround wins back shoppers', Fortune Europe, 13 March. Available at: https://fortune.com/europe/2025/03/13/john-lewis-profit-jumps-turnaround-wins-back-shoppers-fortune-500-europe-jason-tarry-waitrose/ (Accessed: 10 June 2026).
Handy, C.B. (1993) Understanding Organisations. 4th edn. London: Penguin Books.
Hofstede Insights (2024) Country Comparison Tool: United Kingdom. Available at: https://www.hofstede-insights.com/country-comparison-tool (Accessed: 10 June 2026).
Hofstede, G., Hofstede, G.J. and Minkov, M. (2010) Cultures and Organizations: Software of the Mind. 3rd edn. New York: McGraw-Hill.
Investegate (2024) 'John Lewis Partnership unaudited results for the 52 weeks ended 27 January 2024', Investegate, 14 March. Available at: https://www.investegate.co.uk/announcement/rns/john-lewis-plc--45gd/john-lewis-partnership-unaudited-results-/8086823 (Accessed: 10 June 2026).
John Lewis Partnership (2025) Annual Report and Accounts 2024/25. London: John Lewis Partnership plc. Available at: https://www.johnlewispartnership.co.uk/~/media/Files/J/john-lewis/corp/documents/jlp-plc-ara-2024-25.pdf (Accessed: 10 June 2026).
John Lewis Partnership (2026) Full Year Results to 31 January 2026. London: John Lewis Partnership plc. Available at: https://www.johnlewispartnership.co.uk/media-centre/latest-news/2026/23872 (Accessed: 10 June 2026).
Kotter, J.P. (2012) Leading Change. Boston, MA: Harvard Business Review Press.
Mullins, L.J. and Christy, G. (2016) Management and Organisational Behaviour. 11th edn. Harlow: Pearson Education Limited.
Mullins, L.J. and McLean, J.E. (2019) Organisational Behaviour in the Workplace. 12th edn. Harlow: Pearson Education Limited.
Parliament of the United Kingdom (2017) Written Evidence from the John Lewis Partnership (CGV0099), Corporate Governance Inquiry, Business, Energy and Industrial Strategy Committee. Available at: https://committees.parliament.uk/writtenevidence/74324/html/ (Accessed: 10 June 2026).
Personnel Today (2024) 'No bonus for John Lewis partners despite return to profit', Personnel Today, 14 March. Available at: https://www.personneltoday.com/hr/no-bonus-for-john-lewis-partners-despite-return-to-profit/ (Accessed: 10 June 2026).
Retail Gazette (2026) 'John Lewis partners face anxious wait over first bonus since 2022', Retail Gazette, 9 March. Available at: https://www.retailgazette.co.uk/blog/2026/03/john-lewis-first-bonus-2022/ (Accessed: 10 June 2026).
Schein, E.H. and Schein, P.A. (2017) Organizational Culture and Leadership. 5th edn. Hoboken, NJ: John Wiley & Sons.
Schneider, B., Ehrhart, M.G. and Macey, W.H. (2013) 'Organizational climate and culture', Annual Review of Psychology, 64(1), pp. 361–388.
TheIndustry.fashion (2024) 'The John Lewis Partnership: are staff being given a bonus incentive to leave?', TheIndustry.fashion, 19 March. Available at: https://www.theindustry.fashion/the-john-lewis-partnership-are-staff-being-given-a-bonus-incentive-to-leave/ (Accessed: 10 June 2026).

PBTBE	
2021/22	2022/23	2023/24	2024/25	2025/26	181	-78	42	126	134	
PBTBE (£m)

UK Score	
Power Distance	Individualism	Masculinity	Uncertainty Avoidance	Long-Term Orientation	Indulgence	35	89	66	35	51	69	
Score (0-100)

2

image1.tmp
jeophating
University of Wales




