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[bookmark: _Toc235060748]1. Introduction
Toyota Motor Corporation is an automobile company that was established in 1937. It sells over 10 million vehicles every year in more than 170 countries with a workforce of over 380,000 personnel (Toyota Motor Manufacturing UK, 2026). It is an indication of a strong organisational culture that has always promoted innovation. It highlights the importance of good corporate culture, which positions a company at the level of innovation, operational excellence and long-term competitiveness. The organisational culture is defined as a set of values, beliefs and norms of behaviour that influence how the workers think, communicate and how they perform their duties (Mullins and Christy, 2016). Strong culture promotes collaboration, responsibility and continuous education. It increases employee dedication and makes it possible for businesses to react successfully to market volatility. A weak culture may lead to low organisational performance, a lack of consistency in leadership, and an unwillingness to change. Toyota has evolved the culture of quality, efficiency and continuous improvement at the international level. 
[bookmark: _Toc235060749]2. Organisational Culture and Theoretical Framework
[bookmark: _Toc235060750]Understanding Organisational Culture
The organisation finally emerges as a result of group learning, organisational experiences and methods of leadership (Bortolotti et al., 2015). These shared expectations finally get institutionalised and imply the daily decisions made at any organisational level. The employees identify their work with the shared goals and know the expectations of the company well (Mullins and Christy, 2016). It also enhances employee involvement by generating a community and meaning. In general, companies with good cultures are more productive, innovative, and better able to withstand difficult times. Weak cultures tend to create conflict, unstable decision-making and resistance to change in the organisation. As a result, culture is no longer a behavioural attribute but a strategic asset too. 
[bookmark: _Toc235060751]Schein's Organisational Culture Model
One of the most significant ways of learning about organisational culture is the Organisational Culture Model of Schein. According to Schein, organisational culture presents three interrelated layers (Schein and Schein, 2016). These are what, what should be and general assumptions. A combination of these levels provides a full explanation of how the cultural change takes place and why the culture is so stable over time (Hameli, 2025). The first level comprises artefacts. The external features of an organisation are the workplace design, organisational symbols, communication styles, behaviour of employees, dress code and its processes. Artefacts can easily be viewed by both the workers and external stakeholders. The second level is made up of values that are advocated. The following are the values of the leadership, organisational philosophy and strategic goals. They articulate long-term goals and expectations of the organisation regarding behaviour. However, the difference between the stated principles and the working procedures can be a reality. The leaders must make sure, at all times, that the operations of the organisation are never put off track from the mentioned principles of the organisation. 
The lowest level is comprised of the underlying assumptions. They describe the reasons why, despite structural or managerial changes, the organisational culture tends to remain constant. Toyota is a good illustration of all three stages of the model by Schein. Other artefacts of its production facilities that can be seen are standard work processes, visual management systems, systematised problem-solving procedures and continuous improvement schemes. These processes create a sense of consistency, order and transparency of operations in the international operations. Toyota focuses very much on long-term planning, respect, customer satisfaction and continuous improvement (Hogan and Coote, 2014). 
These values have strategic expectations and decisions to be made by employees in the whole organisation. These strongly held beliefs have played a key role in the identity of the company and explain its continued success despite decades of stiff international competition (Schein and Schein, 2016).  However, Schein's Organisational Culture Model has certain weaknesses. The ability to distinguish between what is supposed to occur in the organisation and what actually is part of what the workers believe is one of its greatest strengths. The method does not provide much guidance on how a company may need to change entrenched cultural beliefs when the environment undergoes rapid changes. There is also disregard for the technological revolution, international competition and regulatory changes. This approach to methodology holds because it shows how the values ingrained in Toyota influence its organisational behaviour, leadership and long-term success.
[bookmark: _Toc235060752]Hofstede's Cultural Dimensions
The other paradigm that has helped in the application of corporate culture in different nations and organisations is the Cultural Dimensions by Hofstede. The model has 6 dimensions: Power Distance, Individualism against Collectivism, Masculinity versus Femininity, Uncertainty Avoidance, Long-Term Orientation, and Indulgence versus Restraint. Power distance is minimal at Toyota as the managers motivate employees to participate, collaborate and solve problems as a team. The concept of collectivism is also present as the focus of the organisation is not on individual performance but on teamwork (Jayamaha et al., 2014). The standardised methods, disciplined manufacturing systems and strict quality control ensure that Toyota is never left with uncertainty. Even though Hofstede's method has been criticised as it generalises on the national cultures and ignores diversity among organisations, it provides certain insights into how the cultural values of Japan contributed to the organisational philosophy and management practices of Toyota.
[bookmark: _Toc235060753]Handy's Cultural Types
Cultural Types of Business is an effort by Handy to classify businesses into Power culture, Role culture, Task culture and Person culture. In each culture, the perception of power, accountability and organisational coordination is different. The Task Culture of Toyota is characterised by collaboration among employees to address operational issues to enhance the quality of the product and meet organisational objectives (Soliman, 2020). Organisations hardly belong to any single culture, and the manner of working presents a balance between discipline and collaborative work of Toyota. The Organisational Culture Model by Schein, the Cultural Dimensions by Hofstede and the Cultural Types by Handy are the best models that describe the culture of Toyota. Long-term orientation and collaborative problem-solving, as well as collectivism, contribute to effectiveness, and profound assumptions help to improve respect for employees and make organisational learning continuous (Schneider et al., 2026).
[bookmark: _Toc235060754]3. Influence of Organisational Culture on Toyota's Structure and Decision-Making 
[bookmark: _Toc235060755]Organisational Structure
Toyota has an international organisational structure, which integrates product-related divisions, regions, and capabilities. Such a structure can empower the organisation to adapt to the local market requirements and coordinate international activities. The organisation promotes the horizontal and cross-functional collaboration of the departments and hierarchy instead of a strict hierarchy. Employees are encouraged to share ideas, to help in coming up with solutions and contribute their bit towards organisational development in any job. Such cultural orientation facilitates the climate of authority, facilitating cooperation as opposed to inhibiting it (Sosnovskikh, 2016). Organisational structure is no longer a system of control but also an information-sharing system. 
Besides, there is a very flat managerial style of the company concerning industrial processes. This results in workers being directed and simultaneously being liberated to tackle day-to-day problems on their own. This approach promotes practical leadership within the organisation and enhances responsibility. Toyota leadership is termed as service(non-command) based. This method reduces unnecessary risk and improves organisational commitment since employees are aware of the reasoning behind important decisions. One element in the Toyota decision-making process is the use of consensus. Before execution, significant choices are thoroughly reviewed (Sosnovskikh, 2016). The workers of various departments perform observations, determine the possible hazards, and suggest effective solutions. This is generally a much easier implementation process as the general organisational agreement has already been achieved, although this may take longer during the planning phase. In this way, consensus improves the quality of the decisions and minimises the resistance to execution. 
[bookmark: _Toc235060756]Decision-Making Processes
Participation of employees is another unique attribute of Toyota's corporate culture. They encourage the employees to spot inefficiencies, propose better ways and engage the employees in the operations development. Therefore, rather than having the management as the only individual who does the improvement, it is considered a matter for everyone. Another advantage is that employees are well placed to transfer their knowledge of operations as they are the ones who are engaged in the day-to-day running of the manufacturing process (Hameli, 2025). This type of participation enhances motivation and keeps advancing the organisational performance. Another aspect of the Toyota culture is teamwork. The workers collaborate to address issues in production, enhance quality and reduce wastage. But since individual achievement is also significant, the group achievement is given a higher priority. 
[bookmark: _Toc235060757]Continuous Improvement (Kaizen) and Leadership
Toyota has its organisational culture based on the main principle of continuous improvement called Kaizen (Burt, 2026). Improvement is regarded as an ongoing process instead of being considered a short-term endeavour. Employees will be constantly reviewing the current processes and finding viable ways of enhancing the quality, efficiency and safety of goods. Regular adoption of minor changes can lead to major organisational benefits in the long-run. Also, the concept fosters introspection, experimentation and organisational learning. The workers also need to be capable of systematically analysing issues and employing a methodical approach to avoid recurrence of the issues, rather than fearing making errors. 
To further boost ongoing development, Toyota also uses strict problem-solving techniques, alongside systematic work practices. Standardisation does not impede innovation (Hameli, 2025). The organisational culture of Toyota impacts management behaviours and the design of structures. Leadership encourages participation as opposed to control. Personal authority is less valuable in decision-making than evidence. Employees do not just obediently take orders, but also provide their experience. 
[bookmark: _Toc235060758]4. Organisational Culture and Adaptation to the External Environment
[bookmark: _Toc235060759]Responding to Global Competition
There has been a change in the business environment due to increased rates of international competition, accelerated electrification, increased environmental laws and internet innovation. Toyota has subsequently created an ethos of disciplined decision making, long-term thinking and continuous improvement. The corporation also takes time to consider the arising issues rather than hurrying to the market to make a strategic change (Hogan and Coote, 2014). With the Chinese companies ever-expanding their presence in the world, the competition is now stiffer. BYD announced the ambition to be the largest car manufacturer in the world in 2024 and sold nearly 4.27 million vehicles, equivalent to more than 41% annual growth (Goh and Carey, 2025). 
Toyota sold 10.82 million cars in 2024, keeping it as the leader in the automotive industry in the world. The company also consolidated its status by recording a record of 11.3 million cars sold globally in 2025, which was a growth of 4.6% over the previous year (Goh and Carey, 2025). These findings suggest that Toyota culture places more emphasis on continuous learning, product reliability, and quality operational processes, rather than short-term growth. 
[bookmark: _Toc235060760]Adapting to Electrification and Digital Transformation
The change to electric transportation has resulted in another significant challenge. Over 17 million electric vehicles were sold globally in 2024, making up over 20% of all new car sales (IEA, 2025). This approach is a culture that places long-term and sustainable development, technical maturity and evidence-based decision-making over short-term market trends (Toyota Motor Corporation, 2025).  The business completed Phase One of Woven City, a living laboratory, in 2025, which seeks to experiment with robots, AI, autonomous mobility, and connected infrastructure. The preliminary operating phase will be able to accommodate an estimated 300 individuals before it can expand further. The Toyota culture is a combination of people-oriented management and technological innovation. Despite the improved technology that increases efficiency and capacity to work, employees are still a major aspect of problem-solving. 
[bookmark: _Toc235060761]Sustainability and Environmental Responsibility
Environmental sustainability is another important goal at present. All the major markets globally still have their governments limiting the environmental policies and regulations regarding carbon reduction (Hogan and Coote, 2014). By adopting an organisational culture of enhancing resource efficiency, waste minimisation and responsible production in its operations and supply chain, Toyota has established sustainability within its organisational culture. Environmental sustainability and long-term value generation are included in continuous improvement, which goes beyond manufacturing efficiency. Employees are involved in changing their daily operations to reduce their environmental impact. 
[bookmark: _Toc235060762]Building Organisational Resilience
This traditionally conservative style in a dynamic worldwide car industry not only sustains a competitive edge in the long term, but also builds organisational strength and retains product quality, although it can occasionally retard the speed of strategy implementation. The organisation does not focus on cost efficiency due to the focus it has on operational stability, teamwork, and proactive risk management (Jayamaha et al., 2014). This practice reflects trust, continuous improvement and long-term thinking that is the Toyota culture. Managers, suppliers and workers identify hazards before they impact production. Collaboration accelerates the solution of problems, organisational stability, and continued production in the face of external uncertainty. The Toyota organisational culture increases the flexibility of supply chains, product quality and customer satisfaction.
[bookmark: _Toc235060763]5. Toyota's Organisational Culture: an Enabler or a Barrier
[bookmark: _Toc235060764]Organisational Culture as an Enabler
Mentioning the organisational culture of the company is one of the keys that have contributed to Toyota being a success on the global stage. By selling 10.82 million automobiles in 2024, the business was able to maintain its position as the biggest automotive manufacturer globally. The record 11.3 million cars sold worldwide in 2025 witnessed Toyota reach new heights (Reuters, 2026). This is 4.6% more than the amount sold a year ago. The long-term multi-pathway strategy of Toyota has been producing tremendous commercial performance, as evidenced by the fact that the hybrid cars represented about 42% of the overall sales of the company on a global basis (Reuters, 2026). That's compared to many of Toyota's competitors, who are concentrating exclusively on battery-electric vehicle technology. 
Operational discipline, constant product quality and constant learning as a culture, which has been nurtured by Toyota, has proven that the cultural approach of the organisation is conducive to sustained development. Leadership enables the use of evidence-based decision-making and enables the enterprise to integrate functions across the enterprise instead of using influence (Jayamaha et al., 2014). The use of such practices results in greater staff commitment, improved communication, reduction in opposition to organisational change. 
[bookmark: _Toc235060765]Organisational Culture as a Barrier
Toyota is faced with several restrictions due to organisational culture. Perhaps the organisational agility of the company in constantly evolving markets is lost due to its predisposition towards consensus and scrutiny. The decision-making processes used by competitors to launch new battery electric cars tend to be more aggressive and, therefore, enable them to adjust to changing market demand faster. 
Despite these challenges, the organisational culture of Toyota largely becomes an enabler of the organisation, as opposed to being a hindrance to its business activities. Organisational resilience, customer confidence and competitive advantage are even more aspects being reinforced by the use of continuous improvement, employee involvement, team-based leadership and long-term orientation. 
[bookmark: _Toc235060766]6. Impact on Organisational Performance and Recommendations
[bookmark: _Toc235060767]Impact on Organisational Performance
The organisational culture of Toyota has influenced the success of the company on a large scale, as it has resulted in the advancement of the company in areas like innovation, product quality, employee performance, customer satisfaction and competitiveness in the long term (Bortolotti et al., 2015). Toyota aims for a gradual accumulation of innovations rather than radical changes and backs these up with disciplined experimentation and organisational learning. Toyota invested more in software-defined cars, improved battery technologies, artificial intelligence, and Woven City during the year-long 2025 (Toyota Motor Corporation, 2025). In doing so, the Company wanted to demonstrate a fresh commitment to future mobility by means of ongoing innovation. The distinguishing strength of the organisation is still the quality of the products. During the manufacturing process, workers adhere to high-quality control standards and procedural methods of problem-solving activities. 
Toyota was able to achieve the highest sales of 11.3 million vehicles globally, the highest year in sales since 2015, holding on to the number one position for automotive manufacturers worldwide (Reuters, 2026). This culture of teamwork, which prevails within the Toyota organisation, has also managed to enhance the performance of employees. Workers are encouraged to be actively involved in decision-making, to foster growth and communication in different functional teams. The environment in which the employees are encouraged to share information mutually, in addition to their duty, creates motivation, responsibility and professional development. 
In 2026, Toyota continued to be the top-ranked in the United Kingdom Customer Satisfaction Index for the whole year. The company has a score of 84.6 out of a possible 100 points, which shows that the company is still performing excellently in the aspects of customer experience, product dependability and after-sales service (Toyota GB, 2026). Ultimately, the performance of the entire organisation has been remarkable in the face of rising competition from the Chinese manufacturers, a fast-paced transition to electric vehicles and strong digital disruption. Toyota continues to have a strong organisational culture that is a key driver of the company's successful operation, growth and long-term competitiveness. 
[bookmark: _Toc235060768]Recommendations for Improvement
Despite this, continuous development is still necessary. Toyota must accelerate its production and launch of battery electric vehicles globally, while remaining committed to quality and reliability in its vehicles and technology. In the second place, the organisation needs to enhance its digital capabilities by increasing the amount of training it provides to its employees in the areas of artificial intelligence, software engineering, and data analytics to facilitate the move towards software-defined mobility. Third, governance procedures and quality assurance should be strengthened in all subsidiaries following the prevailing problems with the certification. 
[bookmark: _Toc235060769]7. Conclusion
The company, to a large extent, has been in a position to attain a high level of success because of its continued efforts in ensuring that it has achieved cultural excellence. The report proves that the common values, such as disciplined leadership and constant improvement, have determined the structure of the organisation, decision-making, and the strategic direction of the organisation. The Organisational Culture Model of Toyota, the Cultural Dimensions of Hofstede, and the Cultural types of Handy all demonstrate that Toyota possesses a powerful culture that is centred on cooperation, operational excellence and long-term thinking. Despite the challenges raised, such as an increasing level of competition within the EV market and control problems in certain elements of the Toyota Group, the cultural strengths of the organisation are constraints. 
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