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The established collection of principles, convictions, and standards that impact the way things operate inside a company is known as organisational culture. It serves as a potent and frequently unnoticed factor that influences employee conduct, judgments, and the general success of the business. The beliefs and hopes that are common among the people in a company create its organisational culture (Serpa, S., 2016). 
Toyota Motor Corporation is a well-known car maker from Japan, respected for its unique way of making things and its focus on high quality. Toyota Motor is a business that makes cars. The company mainly works on creating, building, putting together, and selling vehicles for people (Magee, D., 2008). Toyota Motor Corporation stands out as a key instance of the influence of culture. The global automotive industry's frontrunner owes its achievements to its well-known organisational culture, called The Toyota Way. The cornerstone of this ideology, based on the dual foundations of Continuous Improvement (Kaizen) and Respect for People, is the clear and intentional catalyst for its acclaimed efficiency, quality, and cutting-edge manufacturing techniques. Toyota's recognised lean production system and collaborative decision-making are made possible by it, demonstrating that its culture is a significant strategic advantage. The Toyota Way is a set of beliefs about how to run a business. This idea led to what we now call Lean Management, which focuses on always getting better (Marksberry, P., 2011).
This report seeks to carefully look at what's happening inside and the overall culture at Toyota Motor Corporation. The report starts by seriously considering how the company's respected set of beliefs, called The Toyota Way, greatly affects how it is set up and its specific, consensus-based way of deciding things. The report will use common theoretical ideas, such as Schein's way of looking at culture in layers and Handy's ways of grouping cultures, to carefully identify and describe the different parts that make up Toyota's unique cultural identity. A report is a written paper or spoken words that shares details in a structured way for particular people and goals (Olasehinde, M. and Akanmode, O.A.,2025).





[bookmark: _Toc213700126]2 Organisational Culture of Toyota: 
The reason for Toyota Motor Corporation's worldwide achievement is its strong and unique company culture, called The Toyota Way. This plan is much bigger than just words on paper; it is a deeply rooted group of ideas and actions that truly steer what happens each day and plan. The culture is built on two main ideas: a never-ending push for Continuous Improvement (Kaizen) and real Respect for People. The idea of Kaizen helps create a space where nothing is seen as flawless, and all workers are really pushed to find and get rid of wasted time and resources. Toyota also gives all the staff the power to halt operations if any employees come across any issues on the factory floor. Kaizen is a Japanese idea focused on enhancing business functions (Iwao, S., 2017). 
Toyota's next important idea is Caring about People, and this guides how the business handles working together, who's in charge, and making sure everyone agrees. This caring attitude is clear when the company spends money to help its employees learn and improve for many years, plus they really believe in what their workers can achieve. Choices are made using a Japanese method called Nemawashi, and this means talking to everyone carefully, so they all agree before a final decision is made. This guarantees that everyone supports the choice and that things are properly considered, although it might mean things take more time sometimes. Overall, the Toyota method mixes a thoughtful, fact-based way of making things with a people-focused, caring way of treating employees. Toyota values Respect for People as a fundamental aspect of the experience for every team member (Emiliani, B., 2008). Nemawashi is a casual way that Japanese companies get ready for a change or project by speaking with those who will be affected and getting their support and thoughts before officially announcing it (Wolfe, M.D., 1992). 









[bookmark: _Toc213700127]3 Influence of Culture on Structure and Decision-Making: 
The well-known Toyota Way, which is Toyota's organisational culture, works like a hidden guide that clearly affects how the company is set up and how it makes choices every day. This culture, which focuses on Continuous Improvement (Kaizen) and Respect for People, doesn't just sit beside the company's work; it actually creates it. The main idea of respect for people at Toyota means they appreciate what workers can do. (Emiliani, B., 2008). 
When it comes to how things are set up, the idea of Kaizen needs an organisation that can change and react quickly. Rather than a strict, top-down system where orders only go down, Toyota’s setup is made to be less hierarchical and more focused on teams at the working level. This can be seen in things like the Andon Cord, which lets any worker on the production line halt the whole process if they see an issue. This amount of power needs a structure where control is given to the people who are nearest to the work being done. At the same time, to keep things consistent around the world and protect the Toyota Production System, there is strong guidance from the centre, creating a special mix where there is both central control and local power. The Andon Cord is a preventive system where a worker pulls a cable one time to quickly stop the production line if there's a problem arises (Fritze, C., 2016).

This shared set of beliefs greatly impacts how choices are made at Toyota. The idea of Respect for People means that making decisions is a team effort where everyone agrees, like the Japanese way called Nemawashi. This means sharing thoughts and getting opinions from everyone involved, way before a final choice is shared. Even though this can take time, it makes sure choices are carefully checked and widely supported, which helps them work better and last longer. Workers and bosses learn to use the Five Whys method, which means asking "why” many times to find the real reason for a problem, instead of just fixing the surface issues. This teaches them to be scientific and use facts when making decisions, stopping quick reactions and focusing on solutions that last. Really, their culture says that how you make a choice is just as important as the choice itself. So, at Toyota, strongly believing in getting better and respecting others doesn't just affect the company's attitude; it really builds its structure and guides how everyone thinks and makes choices. Toyota’s Five Whys Method basically means to ask the five what-why questions to get to the root of the problem (Majka, M,2025).


[bookmark: _Toc213700128]4 Identifying Cultural Types: Models and Frameworks: 
To understand Toyota's strong and detailed culture, think of it not as something basic to examine, but as a difficult, many-sided plan for a top-quality car. This plan shows everything from the outside look to the hidden computer system that runs the motor. The ideas from Edgar Schein and Charles Handy's framework will be the main guides to understanding this plan. Schein's idea lets someone go from the clear, surface parts of the culture to its basic, often unseen, main workings. Handy's Model, instead, helps to name the whole design idea of the organisation.
The way we look at things starts by taking it apart piece by piece using Schein’s three-part idea. The first part, called Artefacts, is about the real things and complete products that workers can see in the workspace. This is like the parts of a car, such as the frame, outside metal, and things inside. At Toyota, these things include the famous Andon cord, tools neatly arranged on boards, the regular movement of kanban cards, and ways to show data so everyone can see. These aren't just placed randomly; they are made because of a strong belief system, the actual parts that are made by the more important parts of the plan. The next part down, the Espoused Values, is like the official book and plan for how the vehicle should be. This is where Toyota writes down its rules, mainly in The Toyota Way, which talks about the two main ideas of Always Getting Better (Kaizen) and Treating People Well. These values are what the company wants to achieve, like a plan that focuses on using less gas and keeping drivers safe. But the real reason why Toyota is known for being reliable and strong is because of Schein’s third and most important part: the Basic Underlying Assumptions. This is like the special, already set up system in the vehicle, the code that works so well, it controls important actions without needing to be told. At Toyota, this cultural code includes strong beliefs such as every problem is a chance to make the system better, no person or machine will ever be perfect, and real respect means giving every worker the power to improve their job. When a worker stops the line to fix a small scratch on a car part, it's not because a boss told them to; it's a natural, quick action caused by this deep cultural code, similar to a system that automatically stops a car from sliding. Schein's way of thinking divides culture into three parts: things you can see, stated beliefs, and ideas people take for granted (Hattangadi, V., 2017). 




[bookmark: _Toc213700129]Figure 1: Toyota Culture, Edgar Schein Theory, Three Levels Table:
	Level
	What it means 
	Toyota Example

	Artefacts 
	The visible parts of the company
	· The Andon Cord 
· Clean workstation
· Boards with team goals

	Espoused Values
	The company's official rules and values 
	· Kaizen, always improve
· Respect for people
· The Toyota Way

	Basic Assumptions
	The deep, unspoken beliefs that drive action
	· A problem is a good thing 
· Nothing is ever perfect
· Every Worker can be an expert




















[bookmark: _Hlk213696747]It's important to know about each separate part, but you also need to understand the main idea for how they fit together to work correctly. This is where Charles Handy's ways of describing culture give the main design plan, showing that Toyota isn't just for one thing, but can do many things well. The most lively and well-known way is the Task Culture. This culture is made to be like a quick sports car frame, made to be fast and exact when taking on certain problems. It's set up like a bendable net, bringing different skills together to work on a project. Charles Handy's model is broken down into four categories: Power, Role, Task, and Person. This allows power to be determined by the right individual (Cacciattolo, K., 2014). 
When a group of manufacturing experts, builders, and quality control people work together quickly in a Kaizen event to cut down on the number of steps it takes to put in a car door, they are working in Task Culture mode. The main thing is to get the job done as well as possible, and leadership is given to those who know the most about the job. But this fast-moving way of working needs a steady and reliable base to work its best. The Role Culture gives this base. This culture is like the strong, dependable frame of the company. It has a set structure with levels, clear rules about who is in charge, and many official ways of doing things, with the Toyota Production System (TPS) being the biggest example. This frame gives the needed stability and ability to grow, which lets a worldwide company make millions of cars with the same quality, making sure a steering wheel is put together the same way in all the factories all around the globe. Finally, the Power Culture is what gives the whole system energy and direction. This works like the car's main computer and its special key to start it. In this setup, power and impact come from one main place, which at Toyota is the Toyota family that started it and the strong leaders at its main office around the world. This main command decides the long-term plan, makes important choices about how to use resources, and, most importantly, makes sure the main cultural code is protected, keeping the whole global company following the main ideas of The Toyota Way. The Toyota Production System (TPS) uses the main idea of totally getting rid of any waste while trying to find the best ways to do things (Nkuna, J., Vermeulen, A. and Pretorius, J.H.C., 2023). 





[bookmark: _Toc213700130]Figure 2: Charles Handy’s Cultural Framework Table:
	Cultural Type
	Definition 
	Examples

	Power Culture 
	Power comes from one central source or leader
	The Toyota family and the top executives in Japan set the main goals and protect the Toyota way.

	Role Culture
	Everyone has a fixed role. The structure is stable and ruled by procedures.
	The Toyota Production System (TPS). There are strict, step-by-step rules for how to build a car the same way every time.

	Task Culture 
	Teams form to solve specific problems. The focus is on getting the task done.
	A kaizen team from different areas comes together to fix one specific problem on the assembly line.

	Person Culture
	The organisation exists to help the individuals in it. 
	The company’s goals are more important than any single person start power.




















To sum up, the unmatched good fortune of how Toyota sets up its business comes from carefully planning and connecting everything. It is not just one thing but a system where different parts work together, and each part is very important. The Task Culture lets them quickly solve problems and always get better, even in small ways. The Role Culture gives them the organised and dependable structure needed to be effective and maintain quality everywhere. The Power Culture makes sure they stay focused on their goals for the future and keeps the company’s main values strong. You can see this connected system working when someone on the factory floor suggests a better way to put in a hybrid battery (because they always think about making things better). A short-term team from different areas then works on it (Task Culture). It becomes a standard instruction sent to all factories (Role Culture) and is backed by a long-term company plan that focuses on electric cars (Power Culture). It is this smooth joining of different ways of doing things, this skilful creation of people-based systems, that helps Toyota deal with the difficult world of making things on a global scale with such amazing and lasting skill. Charles Handy's framework analyses four major parts of culture to evenly distribute power in an organisation (do Carmo Silva, M., Castro, C.J., Fontes, V.G. and Gomes, C.F.S., 2015). 
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Toyota's way of doing things isn't just a strict list, but a flexible, changing method that helps it adjust to outside issues without falling apart. When rivals sped up the competition for electric cars, Toyota's strong belief in Kaizen (always getting better) started working. Instead of getting worried, they reacted with a careful, company-wide Kaizen plan to get good at battery tech and change how they build cars for new electric vehicle designs. This built-in habit of always improving helps them change to fit the quickly changing competition without giving up their main focus of making things that last.
Dealing with globalisation also brings a problem, like changing a transmission design to fit different markets and their rules. The Genchi Genbutsu way of thinking, which means go and see what's happening yourself, is very important here. Toyota doesn't only send instructions to everyone from Japan. Instead, their engineers visit factories in places like the United States or Europe to learn about the local supply systems and environmental laws, creating answers together that are effective where they're used. This changes the difficulty of balancing global rules and local requirements into a way to come up with new ideas.
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Toyota is known for its great way of doing things, but it can also hold the company back, making it slow down when it should be moving faster. The careful steps of Kaizen, which work well for making things better little by little, can get in the way when big changes are needed in the market. For a long time, the company liked to make small, sure improvements, so it was careful about putting all its effort into electric vehicles (EVs). Other companies moved forward quickly, but Toyota was focused on improving the hybrid systems it already knew well, which meant it started slowly in the race to make EVs.
Also, the Nemawashi idea of getting everyone to agree before deciding something helps keep things steady, but it may stop quick, individual moves that are sometimes vital when something bad happens. Think about a group in a European factory that sees something that might be wrong with a new kind of vehicle. The usual way of doing things means they have to talk it over with many bosses to get everyone to say yes. If things are changing quickly, trying to get everyone to agree like this can cause risky waits, and a little issue could get bigger. The company's huge faith in The Toyota Way might also make it hard to hear new ideas, and different thoughts or ideas from outside might be ignored without even realising it. If an expert from a new company they bought thinks of a totally different way to connect a car's wires, that idea might be turned down because it doesn't match the old, dependable way. Because of these things, the same culture that made Toyota known for being dependable can sometimes stop the quickness and fresh thinking needed in today's car business.
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The way Toyota does things as a company is like a unique formula. It is a strong combination of routines and values that has helped the company do very well. This way of doing things is the key to Toyota's well-known quality and smooth operations. However, this same good thing can also cause difficulties when things change quickly. The story of Toyota in Europe shows how its way of doing things helps it change, but also where it can make the company slower.
One good thing is that people really trust Toyota, helping it sell a lot of cars. The thought of Kaizen, or always trying to make things better, is something everyone does every day. For instance, at Toyota's plant in the United Kingdom, any worker can halt the production line if they spot an issue. They could see a wire that's tricky to plug in or a piece that isn't quite the right size. Halting the line isn't seen as a bad thing. It's actually seen as a good way to keep a small problem from turning into a major one. Because everyone is always looking for issues, Toyota cars don't have many problems. This results in less material being wasted and less money spent on fixing cars later. All of this really helps the company make money and keeps their good name for making cars that last.
One more important piece of the way they do things is Genchi Genbutsu, which is like saying check it out in person. This means Toyota chooses what to do by looking at what's really going on. For instance, think about when Toyota started selling its gas-electric cars in Europe. The people who build the cars in Japan didn't just sit at their desks. Instead, they drove the cars themselves on roads in Europe. They tried them out, for example, on German roads, where people drive super-fast. They also drove them on the frozen, slippery roads in Scandinavia. By seeing the issues in person, they were able to improve the cars for people driving in Europe. They made the battery better for the cold and made the engine more powerful for fast driving. This way of focusing on seeing things in person kept them from building a car that only worked well in Japan, and it was very important for doing well in Europe.






But this way of doing things can also cause Toyota to be too unhurried at times. The business prefers to decide things by getting everyone on the same page, meaning they want everyone to agree. This is known as Nemawashi. It helps in making thoughtful decisions, but it takes time. This became an issue when governments in Europe started pushing for electric vehicles, and other car makers quickly moved to create them. Toyota, with its way of being careful and making things better little by little, chose to work on making its hybrid cars better. It took more time to offer a complete set of only electric cars. Because of this, they lost some of their lead and allowed other businesses to move forward in the electric car world in Europe. This shows how being strong in one area, like being careful, can become a problem when you need to be quick.
Also, since Toyota really values its own methods, it sometimes doesn't want to consider ideas from other places. The business can act like a tight group that has more faith in its own people than in those from the outside. This might cause it to take a while to start using new tech or new ways of doing business that come from other businesses. 
Finally, what Toyota believes and does has greatly helped it do well. The focus on getting better and finding problems for yourself has helped them make some really good cars. But if Toyota wants to stay successful in a place like Europe, it needs to find the right mix. It needs to keep up the great quality that its way of doing things brings, but also learn to be quicker and more welcoming to new ideas. Whether it keeps doing well depends on mixing what it already does for quality with being quicker and changing.
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Toyota's history proves that a solid company's way of doing things is very helpful, but it needs thoughtful application. The company's way, based on always getting better and really valuing employees, is the actual reason for its well-known quality and output. This plan allows each employee to fix issues, leading to cars that people depend on. But this good thing also has a downside. That same detailed, cautious way that makes things perfect can also make the company take too long to respond to quick changes in what people want, like when electric cars quickly got popular. Wanting everyone to agree, while good for getting people on the same page, can sometimes stop the quick, brave choices needed in today's quickly changing world. 
Finally, Toyota's future winning depends on finding the right mix. It has to love and keep safe the key ideas that made it great, always trying to make things better and valuing its people. But it also needs to learn to add more quickness and honesty to how it works. If Toyota wants to stay ahead, it must mix its proven plan for being reliable with a new willingness to change, making sure its famous way of doing things helps it change, not stops it from moving forward.
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