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Introduction

Organisational culture is a collection of common values, beliefs, and practices used to shape the behaviour of employees, decision-making, and dictate the process through which a company must operate. It offers a set of guidelines on how work is done, the way employees relate, and how strategy goals can be attained (Mullins and Christy 2016). Culture is an important predeterminer of success in the context of a globalised business atmosphere when multinational corporations have to coordinate various workforces and local working policies and business ethics with the same corporate spirit.

Toyota Motor Corporation is a fast growing automobile company in the world with its main base in Japan established way back in 1937. The Toyota way as its organisational culture insists on continuous improvement (Kaizen) and the respect of people; it brings about high performance, operational efficiency and innovation (Liker, 2004). In examining how Toyota influences the decision-making process, employee participation, and the international operations strategies, it is necessary to understand the Toyota culture.

This report has been written in the objective of critically analysing the organisational culture of Toyota and its impact on structure, decision making and performance. The theoretical frameworks used in the report include the model developed by Schein, the cultural dimension framework by Hofstede, and the typology developed by Handy in order to analyze the functioning of the culture both at the domestic and the international level. It examines possible cultural impediments to performance, measures the results of performance and incorporates strategic suggestions to improve consistency, adaptability, and sustainability.

Moreover, the report integrates how the culture of Toyota has been affected by the trends in the society, technological advances and globalisation that give a holistic perspective of the organisation within a wider spectrum. There is a high level of competition and significant technological changes in the automotive industry, such as the movement to electric car technology, AI-driven driving technologies, and the digitization of the production process. Such changes necessitate Toyota to have a flexible and strong culture, which can deal with market and technological demands well.


2.Theory Base in the Measurement of Organisational Culture.

2.1The Model of Organisational Culture by Schein 

Schein (2010) characterises organisational culture under three levels that are interrelated that is the artefacts, the espoused values and the basic underlying assumptions. Artefacts are visible representations of culture like company structure, process, rituals, and ceremonies. The stated principles, strategies, and philosophies of the organisation form the espoused values. Basic underlying assumptions refer to deep held beliefs, usually subconscious, which either determines behaviour and norms of operation.

Visual management boards, standardised work processes, Kaizen events and quality circles are artefacts at Toyota. The employees engage in problem solving as well as daily huddles and this is indicative of the desire of the organisation to be a continuous improvement organisation. These visible practices are supported by espoused values of respect to employees, relationships with suppliers of ethical conduct, and customer focus. Toyota is based on the assumption that everyone is capable of making any contribution to the improvement, which may affect behaviours at both hierarchies and global operations (Schein, 2010; Liker and Convis, 2012).

Continuing on the model by Schein, alignment of culture and organisational learning is also exhibited in Toyota. Exploration and reflection and reiterative improvement are among the routine operations utilized by the company. The embedded knowledge in the organisational culture is done through the post-Kaizen assessments, knowledge sharing, and lessons learned, to ensure that the improvements are sustainable and can be transferred interdepartmentally and in other overseas subsidiaries. Learning when incorporated into the day-to-day operations increases the organisational agility, as well as employee engagement.


2.2 Cultural Dimensions as developed by Hofstede.

In his model, Hofstede (2011) offers the six dimensions to investigate culture: power distance, individualism vs collectivism, masculinity vs femininity, uncertainty avoidance, long-term orientation, and indulgence.

Toyota has low power distance, which is favorable to free communication among staff members and management. This makes the frontline workers capable of detecting the problems and proposing solutions without feeling of hierarchy. The collectivist orientation that the company has created creates co-operation and team spirit, and shared responsibility. Having a high long-term orientation is in line with the vision of the organisation that believes in constant improvement, long-term relationships with suppliers and sustainability measures. Higher uncertainty avoidance guarantees that things can be controlled, predictable and reliable. The culture of Toyota is as well masculine, and it puts more emphasis on achievement, efficiency, and competitiveness, but it does not ignore employee welfare and social responsibility (Hofstede, 2011; Fujimoto, 2017).

The dimensions proposed by Hofstede may also be used to provide the explanation of the cross-cultural management of Toyota. An example is, subsidiaries in the individualistic Western cultures can need communication practices and leadership that compromise between independence and adherence to the Toyota Way. On the same vein, the long-term orientation that the company has practiced helps it in global strategic planning, sustainability initiatives, and investment in developing its workforce over the regions.


2.3 Handy's Cultural Types

According to Handy (1993), there are four types of organisational culture namely power, role, task, and person. Toyota is a bright example of a task culture, where the emphasis is put on solving problems and cooperation, as well as on the improvement of teams. Kaizen and quality circles are used to solve operational problems in which employees are involved. Hierarchical arrangement, well defined responsibilities, and formalisation of operations that guarantee safety, consistency and operational efficiency are examples of elements of a role culture (Handy, 1993; Liker, 2004).
Task and role culture can be integrated to allow Toyota to promote innovation, at the same time ensuring a stable environment of its operations. Task culture enables employees to bring innovative solutions on board and role culture offers the framework to execute the enhancement in a safe and efficient manner. This is two pronged approach that leads to flexibility, knowledge transfer, and operational efficiency in global subsidiaries.
The model created by Handy also gives understanding of the issues that may arise when trying to balance the different types of cultures. As an illustration, elements of role culture that are too rigid can inhibit creativity and task culture without defined duties can cause confusion. Toyota alleviates these threats by participation of the leadership, constant training, and layout of structures of problem-solving.

3.Toyota organisational Culture.
3.1 The Toyota Way
The Toyota Way consists of two pillars one being continuous improvement (Kaizen) and the other respecting people. Kaizen engages every employee, including assembly line employees and managers, in the process of uncovering the inefficiencies and suggesting the solutions. This participatory style encourages the sense of ownership, accountability and a learning oriented culture (Liker, 2004).
People are respected through the employees, suppliers, and customers. To help sustain motivation and engagement, Toyota spends on leadership development programs, mentorship and recognition programs, and team building exercises. The long-term supplier relations, the ethics of doing business, and the market-oriented innovation present the responsibility of the organisation to the society and sustainability (Fujimoto, 2017).
The Toyota Way does not only affect the working practices, but also the behaviour of the employees, forms of leadership and decision-making within organisations. These values have the effect of internalising employees into these strategic goals of the company which synergize diversely and strengths across both the home and the foreign markets.

3.2 Practices and Artefacts of Culture.
Artefacts that can be seen to manifest the culture of Toyota are standardised work processes, visual management boards, Kaizen events, quality circles, daily huddles and recognition ceremonies. These artefacts direct behaviour, shape expectations of performance as well as support cultural norms (Schein, 2010).
There are also training programs, workshops, mentorship activities, and digital sources of knowledge that instil more values to Toyota, allowing them to constantly develop skills and share the acquired knowledge. The practices make sure that the cultural principles are used in all the teams and geographical locations in a similar manner.

3.3 International Application of Culture.

Toyota has been consistent in the global operations based on its organisational culture but has adapted to local cultural contexts. Toyota Way, in collaboration with local regulations, social norms, and work practices is integrated in subsidiaries in North America, Europe, and Asia. The solutions include cross-cultural training, translated operation rules, frequent audits, compliance with main principles (Hofstede, 2011; Liker and Convis, 2012).
Innovation and sharing of best practice is encouraged by knowledge sharing between subsidiaries. The transfer of cultural and operational knowledge is facilitated in the organisation through the use of virtual collaboration tools, global Kaizen networks, and workshops of inter-subsidiaries, which enhances a single global culture.

4.Culture and Decision-Making
Nemawashi (building consensus) and Genchi Genbutsu (go to the graves) are used to guide decision-making at Toyota. All workers take part in the problem diagnosis, data gathering and crafting solutions, which lead to ownership, responsibility and effective decision-making (Liker and Convis, 2012).
Standardisation is achieved through the use of visual management boards and standardised procedures that are used to ensure that the operational teams are working in accordance with the organisational objectives, as well as the opportunities to handle challenges fast through decentralised decision-making. Communication, transparency, and constant improvement are enhanced via cross-functional meetings, daily huddles as well as feedback loops.
Additionally, the organisational culture on decision making fosters Toyota to solve problems iteratively, assessing risk, and reflectively learning to help in building organisational knowledge and long term organisational strategic strength.

5.Culture as an Obstacle to Effective Performance.
Although the culture of Toyota is strong and helps in high performance, the culture has challenges. There is the risk of reduced responsiveness to rapidly moving markets where the decision-making is consensus-based. Radical innovation can also be inhibited through strict adherence to standardised procedures, which restricts the organisation to adaptation to disruptive technologies or axial changes in customer preferences (Takeuchi and Nonaka, 2004).
Cross-cultural issues occur when the Japanese culture is in conflict with what is expected of it in the western or emerging market. Hierarchical decisions are, perhaps, not compatible with the individualistic cultures, which requires communication and leadership practices modification without undermining the organizational principles (Hofstede, 2011). Digital adoption can also be stalled because of cultural rigidity, necessitating a systematic change management initiative and incentives to innovate.
Toyota manages to reduce these difficulties by using special R&D teams, innovation laboratories, and transversal digital projects. These measures counter any small-step innovation with radical innovation, which would assist in sustaining competitiveness in the long-term and stabilizing cultural continuity.
6.Organisational Culture Performance.
6.1 Operational Performance
The organisational culture of Toyota is a major factor that affects the operational performance. It has a focus on the concept of Kaizen which provides constant analysis and optimization of the processes, which it is further translated to efficiency benefits, waste reduction and increased quality level. The principles of lean manufacturing that are based on the Toyota Production System (TPS) are built in the organisational culture so that employees can regularly detect inefficiencies and remove non-value-added operations (Liker, 2004). As an illustration, with the workers in the assembly line responsible empowering them to stop production in case of mistakes, a concept called Jidoka, Toyota guarantees quality control in real-time meaning a faulty product does not continue moving along the production line and lowers the cumulative expenses.
6.2 Financial Performance
Close connection between culture and operational efficiency is also having an impact on financial performance. The returns on continuous improvement strategies flow through lower costs of production, quality of a product and customer satisfaction which in turn boosts the revenue and profitability. Studies also indicate that companies that have well-developed and integrated cultures in line with strategic goals normally make more money than those rivals because organisational alignment causes waste to be eliminated, enhance employee performance and customer retention (Kotter and Heskett, 1992).
In the case of Toyota, operational excellence, which was attributed to its culture, showed when it responded to the global financial crisis of 2008. In spite of market disturbances, Toyota had high production and effective cost control resulting in the company being able to remain profitable and maintain market share when other companies struggled to regain their position. Sustainable financial stability and long-term planning and risk-averse behavioral cultures enabled Toyota to invest in research on hybrid and electric cars and other strategic investments.
6.3 Although the Toyota culture has long been focused on incremental innovation using Kaizen, it equally promotes breakthrough innovation to the extent that it is synchronized with strategic initiatives. Knowledge sharing networks, inter subsidiary workshops and cross functional problem solving are part of cultural practices that enables an environment which encourages innovative ideas to be provoked and spread throughout the organisation.
Indicatively, the Toyota global research and development (R&D) approach incorporates learning in other markets to guide design of the product, production method, and sustainability programs. Toyota has managed to maintain a competitive advantage and knowledge in the organisation by instilling a culture of constant learning and thought throughout the firm by instilling a culture of constant learning and reflection to the employees at all levels who add up to the creation of innovations in the organisation.
6.4 Performance and Engagement of the Employees.
The culture of Toyota also has a great impact on employee performance, engagement, and satisfaction. The principle of respect towards people assures that, employees will be appreciated, contribute to the decision making process as well as offering them a chance to advance their careers. Recognition, mentoring, and leadership programs promote the ownership of the work to employees that results in intrinsic motivation and long-term commitment to the organisation (Fujimoto, 2017).
6.5 External Performance Indicators.
Excellent performance indicators of Toyota, such as customer satisfaction, brand reputation, and corporate social responsibility outcomes are also influenced by the organisational culture. The customer-centric nature of The Toyota Way makes the products of a high quality with the organisational practices fostering ethical and sustainable supply chain management.
The desire to be sustainable is clearly seen in the fact that Toyota was the first to get into the field of hybrid technology such as the design of the Prius and continued investment in hydrogen fuel-cell vehicles. These are not only strengthening the brand of Toyota as an innovator but this is also how well the culture is matching to the way society expected and environmental stewardship.

7.Recommendations
In spite of the high organisational culture of Toyota, there are areas that a strategic boost would help it remain competitive in a fast-changing global market.
Although consensus-based decision-making allows it to assure alignment and minimize the risk, it may slow down responsiveness in dynamic markets. Toyota needs to explore adoption of vibrant decision-making models in critical projects that help in speedy coverage of projects without compromising on culture. Rapid prototyping, cross-functional sprint teams, and delegated authority of time-sensitive operations are some techniques which can balance cultural consistency with agility.
The Toyota culture has traditionally focused on process standardisation and gradual enhancement that could impede the digital transformation. In order to stay competitive in the age of autonomous vehicles, artificial intelligence and I4.0 manufacturing, Toyota must integrate digital literacy and innovation skills into the organisational culture. Maintaining the existing cultural values and promoting adoption of cutting-edge technologies can be done faster via cultural reinforcement, which can be achieved through training programs, digital platforms of sharing knowledge, and issues with innovation.
7.1Nurturing Adaptation to a Cross-Cultural Environment.
Cultural conflict between the Japanese corporate and local culture could occur as Toyota further expands throughout the world. In this regard, Toyota should increase the cross-cultural leadership training, localisation of management practice and adaptation of communication strategies. Promoting local decisions and global standards may enhance employee engagement, performance of operation and stakeholder satisfaction across regions.The business must foster radical innovation within itself.
Although Kaizen is a stimulus to gradual enhancement, other mechanisms are needed to promote breakthrough innovation. These incremental improvements can be reinforced by Toyota creating special innovation incubators, cross-industry collaboration with partners, and programs of venture investment. It is possible to instill an attitude of controlled experimentation into the organisational culture making it be long-term adaptable and lead the market.
The significance of workforce diversity and inclusion is also an important issue to be tackled here.
7.2 Reinforcing Sustainability Incorporation.
Despite the good sustainability history, Toyota can gain competitive edge through having the environmental and social responsibility entrenched at a deeper organisational culture level. This can be achieved through programs like sustainability programs led by employees, sustainability audit of suppliers and performance measures that are based on sustainability to ensure that the cultural values and global environment goals are in conflict.

Conclusion
The organisational culture of Toyota, which is based on the Toyota Way, is major contributor of operational excellence, innovation and employee engagement. Toyota has also provided a strong and integrated organisational culture, facilitating better performance, information exchange, and standardisation worldwide through its bilateral emphasis on the two ideas of constant improvement (Kaizen) and respect towards people.
The Schein, Hofstede, and Handy theoretical frameworks shed light on how cultural artefacts, the espoused values, and underlying assumptions influence the behaviour of the employees, decision-making, and the effectiveness of the organisation. The Toyota culture facilitates decentralised decision making, participatory solving problems as well as long term strategic positioning all of which contribute to improved operational performance, financial performance and innovation results.
However, there are some obstacles. Agarity An adherence culture can act as a barrier to agility, radical innovation and digital transformation due to the use of consensus-based decision making, adherence to standardised practices, and cross-cultural tensions. Change of generations and growing dissimilarity of the labor market also demand modification of culture. Some of the strategic measures that can solve these issues are the need to improve the agility in decision making, the need to integrate digital capabilities, the need to radically innovate, the need to ensure that cross cultural adaptation, and the need to incorporate sustainability and inclusion in cultures.
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