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[bookmark: _Toc228489090]ABSTRACT 

This dissertation explores the relationship between leadership styles and organisational performance within multinational contexts, using Toyota Motor Corporation as a comparative case study across Japan, the United States, and Europe. Adopting a qualitative secondary research methodology, the study draws on academic literature, corporate reports, and industry analyses to examine how leadership approaches are adapted across different cultural and institutional environments. The research is guided by an interpretivist philosophy and an inductive approach, with thematic analysis used to identify patterns relating to leadership styles, cultural influences, employee engagement, and performance outcomes (Saunders et al., 2019; Braun and Clarke, 2021). The findings reveal that leadership styles within Toyota vary significantly across regions, reflecting cultural and organisational contexts. In Japan, transactional leadership dominates, characterised by structured processes, hierarchy, and continuous improvement (kaizen), contributing to high efficiency, quality, and process reliability (Liker, 2021). In contrast, Toyota’s operations in the United States exhibit transformational leadership, emphasising employee empowerment, innovation, and adaptability, which enhances responsiveness to dynamic market conditions (Northouse, 2022). In Europe, a hybrid leadership model is evident, combining transactional and transformational elements to address cultural diversity and regulatory complexity, enabling a balance between efficiency and flexibility (Hofstede et al., 2010).
The study highlights that leadership effectiveness is context-dependent and closely aligned with cultural dimensions such as collectivism and individualism. Employee engagement emerges as a critical mediating factor, linking leadership styles to organisational performance outcomes (Kahn, 1990). Structured engagement in Japan supports efficiency, while empowerment in the United States drives innovation, and a balanced approach in Europe facilitates adaptability. The research contributes to leadership theory by challenging universalist perspectives and supporting contingency and cross-cultural approaches. It also provides practical insights for multinational organisations, emphasising the need for adaptive, culturally sensitive leadership strategies to enhance performance in diverse global environments (Stahl and Tung, 2023). The study concludes that Toyota’s sustained global success is largely attributable to its ability to integrate core organisational principles with region-specific leadership practices. Overall, this research underscores the importance of understanding leadership as a dynamic, culturally embedded phenomenon, demonstrating that organisational success is maximised when leadership is both globally consistent and locally adaptable.
Keywords: Leadership styles, Organisational performance, Transformational leadership, Transactional leadership, Cross-cultural management, Toyota, Secondary research.
[bookmark: _Toc228489091]Chapter 1: Introduction
1.1 [bookmark: _Toc228489092]Background of Study

Leadership is broadly defined as the process through which individuals influence, motivate, and enable others to contribute toward the effectiveness and success of organisations within a global context (Northouse, 2022; Yukl, 2020). In multinational corporations, leadership extends beyond internal coordination to include navigating cross-cultural differences, institutional diversity, and shifting economic conditions. As globalisation intensifies competition and complexity, leadership has become a central factor in shaping organisational performance, innovation capacity, and long-term sustainability.
The evolution of leadership theory highlights a shift from universal, trait-based perspectives to more adaptive and context-sensitive approaches. Contemporary models such as transformational, transactional, and participative leadership emphasise the need for flexibility in responding to diverse organisational environments. Transformational leadership focuses on vision, inspiration, and change; transactional leadership prioritises structure, control, and performance outcomes, while participative leadership promotes collaboration and shared decision-making. The effectiveness of these styles varies depending on cultural norms, organisational structures, and regional expectations (Yukl, 2020).
[bookmark: _Toc228489093]1.2. Global Evolution of Toyota and Leadership Philosophy
Toyota Motor Corporation offers a useful case for analysing global leadership dynamics. Established in 1937 by Kiichiro Toyoda, it grew from a domestic Japanese firm into a leading global automaker, driven by the Toyota Production System, which prioritises efficiency, waste reduction, and continuous improvement (kaizen) (Liker, 2021). Expanding into the United States and Europe, Toyota adapted to local markets while preserving core principles. Its leadership combines technical expertise with respect for people, yet must balance global values with regional differences, such as collectivism, individualism, and regulatory variation. This study uses secondary research to examine how leadership styles affect organisational performance across Toyota’s international operations.
[bookmark: _Toc228489094]1.3 Research Problem

Despite the extensive body of literature on leadership, there remains a notable gap in understanding how leadership styles are operationalised within a single multinational organisation across different cultural contexts. Much of the existing research adopts a universalist perspective, suggesting that certain leadership styles are universally effective regardless of context (Northouse, 2022). However, this assumption overlooks the significant role that cultural, social, and institutional factors play in shaping leadership practices.
Recent studies have highlighted the importance of context in leadership effectiveness, particularly in international business settings (Stahl and Tung, 2023). Nevertheless, there is limited research that provides a comparative analysis of leadership practices within the same organisation across multiple regions. This gap is particularly significant for multinational corporations like Toyota, where consistency in organisational philosophy must be balanced with the need for local adaptation.
As a result, there is a need for research that examines how leadership styles are applied and adapted across different cultural contexts and how these variations influence organisational performance. Addressing this gap will contribute to a more nuanced understanding of leadership in multinational environments and provide valuable insights for both theory and practice.
[bookmark: _Toc228489095]1.4 Research Aim and Objectives
[bookmark: _Toc228489096]Aim:
To explore how contemporary leadership styles influence organisational performance in multinational contexts, using Toyota as a comparative secondary case study.
[bookmark: _Toc228489097]Objectives:
Identify dominant leadership styles in Toyota’s regional operations.
Analyse cultural influences on leadership practices.
Evaluate the relationship between leadership styles and organisational performance.
Compare leadership approaches across Japan, the United States, and Europe.

[bookmark: _Toc228489098]1.5 Research Questions

What contemporary leadership styles are most relevant to multinational corporations?
How do leadership practices within Toyota Japan, the United States, and Europe influence organisational performance?
How can leadership approaches be optimised to improve organisational performance in Toyota?
These research questions provide a structured framework for examining both theoretical and practical dimensions of leadership within a global organisational context. They guide the analysis towards understanding not only what leadership styles are used but also how and why they are effective in different environments.

[bookmark: _Toc228489099]1.6 Significance of the Study

This study is significant in both academic and practical terms. Academically, it contributes to the growing body of leadership literature by addressing the limitations of universalist approaches and emphasising the importance of contextual factors. By focusing on a single multinational organisation, the research provides a controlled comparative framework that enhances the reliability and depth of analysis.
From a practical perspective, the findings of this study offer valuable insights for managers and organisations operating in global environments. Understanding how leadership styles influence organisational performance across different cultural contexts can support the development of more effective and culturally sensitive leadership strategies. Furthermore, the use of secondary data allows for a comprehensive analysis that draws on a wide range of existing research and organisational evidence.
[bookmark: _Toc228489100]1.7 Focus and Rationale of the Study
This dissertation explores how leadership styles relate to organisational performance in a multinational setting, using a comparative study of Toyota’s operations in Japan, the United States, and Europe. It treats leadership as dynamic, shaped by cultural, institutional, and organisational factors. Although Toyota promotes a unified global philosophy, its leadership practices differ regionally, enabling meaningful comparison. The study is justified theoretically and practically: it highlights the need for context-sensitive leadership models in globalised environments (Stahl and Tung, 2023). It also addresses challenges multinationals face in managing diverse workforces, offering insights into how adaptive leadership strategies can sustain consistent performance across regions.
[bookmark: _Toc228489101]1.8 Methodology Overview

This dissertation adopts a qualitative secondary research methodology, which involves the systematic examination of existing data sources such as academic literature, corporate reports, and industry analyses (Saunders et al., 2019). This approach is suitable for the study as it enables the synthesis of diverse information to build a comprehensive understanding of leadership practices within Toyota.
A comparative case study design is used, focusing on Toyota’s operations in Japan, the United States, and Europe. Data is drawn from peer-reviewed journal articles, academic books, and credible organisational publications to identify key leadership styles, explore cultural influences, and assess organisational performance outcomes.
The data is analysed using thematic analysis, a method for identifying and interpreting recurring patterns across datasets (Braun and Clarke, 2021). This facilitates systematic comparison of leadership practices across regions and supports the development of nuanced insights. A comparative framework is also applied to highlight regional similarities and differences.
While secondary research provides access to extensive, high-quality and longitudinal data, limitations such as potential source bias are acknowledged and mitigated through rigorous selection and critical evaluation of materials.
[bookmark: _Toc228489102]1.8 Structure of the Dissertation

This dissertation is structured into five chapters, each contributing to the overall research aim logically and coherently.
[bookmark: _Toc228489103]Chapter 2: Literature Review 
This chapter provides a comprehensive and critical examination of the evolution of leadership theory and its relationship with organisational performance, with particular emphasis on multinational contexts. It synthesises key theoretical perspectives, including transformational and transactional leadership, contingency theory, and cross-cultural frameworks, to explore how leadership styles influence organisational outcomes. The chapter also evaluates empirical findings and identifies gaps in existing scholarship, thereby establishing the rationale for the present study, which adopts a comparative secondary analysis of leadership practices within Toyota’s operations in Japan, the United States, and Europe.
[bookmark: _Toc228489104]2.1 Evolution of Leadership Theories
Leadership research has undergone substantial transformation over the past century, reflecting broader changes in organisational structures and management thinking. Early leadership theories, particularly those developed in the early twentieth century, were grounded in the “great man” and trait-based perspectives. These approaches assumed that effective leaders possessed innate characteristics—such as intelligence, charisma, and decisiveness—that distinguished them from non-leaders. However, despite their intuitive appeal, trait theories were increasingly criticised for their lack of empirical consistency and inability to account for situational variability.
The limitations of trait-based approaches led to the emergence of behavioural theories in the mid-twentieth century. Rather than focusing on inherent qualities, behavioural theorists examined observable leadership actions, typically categorising them into task-oriented and relationship-oriented behaviours. While this shift represented an important development, behavioural theories were still criticised for failing to identify a universally effective leadership style.
A more significant advancement occurred with the development of contingency theories, which emphasised the importance of contextual factors in determining leadership effectiveness. Fiedler’s contingency model, for instance, argued that the success of a leadership style depends on its alignment with situational variables such as task structure, leader-member relations, and positional power (Fiedler, 1967). This marked a departure from earlier universalist assumptions and introduced the idea that no single leadership style is optimal in all circumstances.
Building on these foundations, leadership research in the late twentieth century increasingly focused on the mechanisms through which leaders influence followers and organisational outcomes. Transformational and transactional leadership theories, particularly those articulated by Bass (1985), became dominant frameworks. These models provided a more nuanced understanding of leadership by distinguishing between motivational and exchange-based processes. Over time, scholars began integrating these perspectives with cross-cultural insights, recognising that leadership effectiveness is shaped not only by organisational factors but also by cultural values and societal norms (Hofstede et al., 2010).
[bookmark: _Toc228489105]2.2 Transformational Leadership
Transformational leadership has emerged as one of the most influential paradigms in contemporary leadership research. This approach centres on the ability of leaders to inspire and motivate followers by articulating a compelling vision, fostering a sense of shared purpose, and encouraging individual development. Transformational leaders are characterised by behaviours such as idealised influence, inspirational motivation, intellectual stimulation, and individualised consideration.
A substantial body of empirical research supports the positive impact of transformational leadership on organisational performance. Studies have demonstrated that transformational leaders enhance employee engagement, commitment, and job satisfaction, which in turn contribute to improved productivity and innovation. For example, Breevaart et al. (2014) found that transformational leadership positively influences daily work engagement, leading to higher levels of performance.
The relevance of transformational leadership is particularly evident in dynamic and competitive environments where adaptability and innovation are critical. In such contexts, leaders must not only manage existing operations but also drive change and encourage creative problem-solving. This is especially applicable to multinational corporations operating in rapidly evolving markets, where responsiveness to external demands is essential.
However, transformational leadership is not without its criticisms. Some scholars argue that it may overemphasise visionary and charismatic aspects of leadership while neglecting the importance of operational control and efficiency. Additionally, the effectiveness of transformational leadership may vary across cultural contexts. In societies with high power distance or strong hierarchical traditions, employees may prefer more directive and structured forms of leadership, potentially limiting the applicability of transformational approaches.
Despite these limitations, transformational leadership remains highly relevant in modern organisational settings. Its emphasis on motivation, innovation, and employee development aligns closely with the demands of globalised and knowledge-driven economies.
[bookmark: _Toc228489106]2.3 Transactional Leadership
In contrast to transformational leadership, transactional leadership is grounded in a system of exchanges between leaders and followers. This approach focuses on clarifying roles, setting expectations, and using rewards and penalties to ensure compliance and performance. Transactional leaders emphasise efficiency, consistency, and the achievement of predefined goals.
Transactional leadership is particularly effective in stable and structured environments where tasks are routine and outcomes are clearly defined. By establishing clear performance standards and monitoring adherence, transactional leaders contribute to organisational reliability and operational efficiency. This style is often associated with management practices that prioritise control and accountability.
Within manufacturing contexts, such as those associated with Toyota’s production system, transactional leadership plays a crucial role. The principles of continuous improvement (kaizen), standardisation, and quality control rely on disciplined execution and adherence to established procedures (Liker, 2021). Transactional leadership supports these practices by reinforcing compliance and ensuring that employees maintain high standards of performance.
Nevertheless, the limitations of transactional leadership are also well documented. Its focus on extrinsic motivation and routine processes may inhibit creativity and innovation, particularly in environments that require flexibility and strategic thinking. Excessive reliance on transactional mechanisms can lead to a rigid organisational culture, reducing the capacity for adaptation.
Consequently, many scholars argue that the most effective leadership approach involves a combination of transformational and transactional elements. While transactional leadership stability and efficiency, transformational leadership fosters innovation and long-term growth.
[bookmark: _Toc228489107]2.4 Contingency and Cross-Cultural Leadership
Contingency theory and cross-cultural leadership frameworks provide critical insights into the contextual nature of leadership effectiveness. The central premise of contingency theory is that leadership success depends on the alignment between leadership style and situational factors. This perspective challenges the notion of universally effective leadership and emphasises the need for adaptability.
Cross-cultural leadership research extends this idea by examining how cultural values influence leadership preferences and behaviours. Hofstede’s cultural dimensions framework, for example, identifies key differences in values such as power distance, individualism versus collectivism, and uncertainty avoidance (Hofstede et al., 2010). These dimensions shape how leadership is perceived and enacted in different cultural contexts.
In high power distance cultures, such as Japan, hierarchical structures and respect for authority are emphasised, making directive and transactional leadership styles more acceptable. In contrast, low power distance cultures, such as the United States, tend to favour participative and transformational leadership approaches that encourage autonomy and innovation.
The importance of cross-cultural leadership has become increasingly pronounced in the context of globalisation. Multinational corporations must navigate diverse cultural environments and adapt their leadership practices accordingly. Stahl and Tung (2023) argue that culturally responsive leadership is essential for achieving organisational effectiveness in global markets.
Despite growing interest in cross-cultural leadership, there remains a notable gap in research that examines how leadership styles are adapted within a single organisation operating across multiple regions. Most studies focus on cross-national comparisons rather than intra-organisational variation, limiting our understanding of how global firms maintain consistency while accommodating local differences.


[bookmark: _Toc228489108]2.5 Leadership and Organisational Performance
The relationship between leadership and organisational performance is a central concern in management research. Leadership influences performance both directly and indirectly, often through mediating variables such as employee engagement, motivation, and organisational culture.
Kahn’s (1990) concept of employee engagement has been particularly influential in this regard. Engaged employees are more likely to demonstrate higher levels of commitment, productivity, and innovation, all of which contribute to organisational success. Leadership plays a critical role in fostering engagement by creating supportive environments and aligning individual goals with organisational objectives.
Transformational and transactional leadership contribute to performance in distinct but complementary ways. Transformational leadership enhances creativity, innovation, and long-term strategic outcomes, while transactional leadership ensures operational efficiency and goal attainment (Northouse, 2022; Yukl, 2020). The integration of these styles is widely regarded as the most effective approach, particularly in complex and dynamic organisational settings.
Empirical evidence consistently supports a positive relationship between leadership and performance. However, the strength and nature of this relationship are influenced by contextual factors such as industry characteristics, organisational structure, and cultural environment. This underscores the importance of adopting a contingency perspective when analysing leadership effectiveness.
[bookmark: _Toc228489109]2.6 Comparative Perspectives: Japan, United States, and Europe
A comparative analysis of leadership practices across Japan, the United States, and Europe reveals significant variations shaped by cultural and institutional factors. In Japan, leadership is typically characterised by a strong emphasis on hierarchy, discipline, and collective responsibility. Transactional leadership plays a central role in supporting structured processes and maintaining high standards of quality and efficiency.
In contrast, leadership in the United States is often associated with individualism, innovation, and flexibility. Transformational leadership is more prevalent in this context, reflecting the emphasis on creativity, empowerment, and responsiveness to market changes. Organisations operating in the United States frequently prioritise employee autonomy and entrepreneurial thinking.
Europe presents a more complex landscape, encompassing diverse cultural and institutional environments. Leadership practices vary across countries, requiring a more flexible and hybrid approach. In many European contexts, effective leadership involves balancing transformational and transactional elements while demonstrating cultural sensitivity and adaptability.
For multinational organisations such as Toyota, these regional differences necessitate the adoption of context-specific leadership strategies. While maintaining core organisational principles, leaders must adapt their approaches to align with local cultural expectations and operational requirements.
[bookmark: _Toc228489110]2.7 Critical Evaluation and Research Gaps
Although the existing literature provides valuable insights into leadership and organisational performance, several important gaps remain. First, much of the research adopts a universalist perspective, assuming that certain leadership styles are universally effective. This overlooks the significance of cultural and contextual differences.
Second, there is a lack of studies examining leadership within a single multinational organisation across multiple regions. Most research focuses on cross-country comparisons, which do not fully capture how leadership is adapted within a shared organisational framework.
Third, the interaction between leadership styles and organisational performance is often examined in isolation, without adequately considering mediating factors such as culture and employee engagement. This limits the depth of analysis and fails to capture the complexity of leadership processes.
The present study addresses these gaps by adopting a comparative secondary approach focused on Toyota’s operations in Japan, the United States, and Europe. By analysing leadership within a single organisational context, the study offers a more nuanced understanding of how leadership styles influence performance across different cultural environments.
This chapter has critically reviewed the development of leadership theories and their relationship with organisational performance. It has traced the evolution of leadership research from trait-based approaches to contemporary models, highlighting the significance of transformational and transactional leadership. The discussion has also emphasised the importance of contingency and cross-cultural perspectives in understanding leadership effectiveness.
Furthermore, the chapter has identified key gaps in the literature, particularly the need for comparative studies within multinational organisations and more integrated analyses of leadership and performance. By addressing these gaps, the present study aims to contribute to both theoretical and practical understanding of leadership in global contexts.
[bookmark: _Toc228489111]Chapter 3: Methodology

[bookmark: _Toc228489112]3.1 Introduction

The purpose of this chapter is to present the methodological approach used to explore leadership styles and organisational performance within Toyota. Given the comparative nature of the study and its focus on multiple regions, a qualitative secondary research methodology is adopted. This approach enables the researcher to draw on a wide range of existing data sources to develop a comprehensive understanding of leadership practices across different cultural contexts.
[bookmark: _Toc228489113]3.2 Research Philosophy

This study is guided by an interpretivist research philosophy. Interpretivism assumes that social reality is constructed through human interactions and is therefore subjective and context-dependent (Ryan, 2018). In the context of this research, leadership is viewed not as a fixed or objective phenomenon but as a socially constructed concept that varies across cultural and organisational settings.
An interpretivist approach is particularly appropriate for this study because it allows for the exploration of nuanced and context-specific insights into leadership practices. Rather than seeking to establish universal laws or generalisations, the research aims to understand how leadership styles are interpreted and applied within Toyota’s operations in Japan, the United States, and Europe.
The use of secondary data within an interpretivist framework involves the qualitative interpretation of existing texts, including academic literature, corporate reports, and industry analyses. This enables researchers to identify patterns, themes, and meanings related to leadership and organisational performance (Saunders et al., 2023).
[bookmark: _Toc228489114]3.3 Research Approach
This research employs an inductive approach, generating insights from data rather than testing fixed hypotheses (Creswell and Creswell, 2023). This is well suited to exploratory studies aiming to develop a richer understanding of complex issues. It facilitates the emergence of themes related to leadership styles, cultural dynamics, and organisational performance, particularly within Toyota’s varied regional settings. The study relies on secondary data, including academic sources, company reports, and industry analyses, which enhance contextual understanding and support triangulation (Saunders et al., 2023). Secondary data also enables broad, cost-effective analysis (Bell et al., 2022), though concerns about quality and relevance are mitigated through careful source selection (Yin, 2018).
[bookmark: _Toc228489115]3.4 Research Strategy

The research strategy adopted for this study is a comparative secondary case study design. A case study approach allows for an in-depth examination of a specific organisation within its real-life context (Saunders et al., 2023). By focusing on Toyota, the study ensures consistency in organisational structure and philosophy while enabling comparison across different regional contexts.
The comparative element of the study involves analysing leadership practices in Toyota’s operations in Japan, the United States, and Europe. This approach allows for the identification of similarities and differences in leadership styles and their impact on organisational performance.
The use of a secondary case study design is particularly right for this research because it enables the integration of multiple data sources. These include corporate reports, academic literature, and industry analyses, which together provide a comprehensive understanding of the research topic.
This study uses comparative secondary case study design. Data sources include:
Toyota annual and sustainability reports (Toyota Motor Corporation, 2021; 2022)
Academic literature and peer-reviewed articles
Industry analyses and reputable media coverage
[bookmark: _Toc228489116]3.5 Secondary Data Collection

This study relies exclusively on secondary data sources. Secondary data refers to data that has already been collected and published by other researchers or organisations. The use of secondary data allows for a comprehensive analysis of leadership and organisational performance.
Data is collected from a variety of sources, including:
Academic journals and peer-reviewed articles
Books on leadership and organisational behaviour
Toyota’s annual and sustainability reports
Industry analyses and reputable media sources
These sources provide both theoretical and empirical insights into leadership practices and organisational performance within Toyota.
[bookmark: _Toc228489117]3.6 Data Sources
The following table summarises the key secondary data sources used in this study:
   Table 3.1: Summary of Secondary Data Sources
	Data Source Type
	Examples
	Purpose

	Corporate Reports
	Toyota Annual Reports (2021; 2022)
	Provide data on organisational performance and leadership practices

	Academic Literature
	Peer-reviewed journals, books
	Offer theoretical frameworks and empirical evidence

	Industry Analyses
	Market reports, consultancy publications
	Provide insights into industry trends and regional differences

	Media Sources
	Reputable news outlets
	Supplement analysis with current and contextual information



Source: Author’s own compilation based on secondary data, including Toyota Annual Reports (2021; 2022), peer-reviewed academic literature, industry reports, and reputable media sources.
These diverse data sources enable the triangulation of findings, which enhances the reliability and validity of the research.
An interpretivist philosophy guides this study, recognising that leadership is socially constructed and contextually interpreted. Secondary data is interpreted qualitatively to capture nuanced insights (Ryan, 2018; Saunders et al., 2023).
Table 3.1 - Summary of Secondary Data Sources
	Source Type
	Description
	Region(s)
	Purpose

	Academic journals
	Leadership theory, cultural leadership, engagement studies
	Global
	Build theoretical foundation

	Toyota reports
	Annual & sustainability reporting, management commentary
	Japan, USA, Europe
	Understand organisational strategy & practices

	Industry analyses
	Sector performance, best practice cases
	USA, Europe
	Contextualise organisational outcomes

	Reputable web sources
	Leadership case studies, corporate examples
	All
	Supplement secondary interpretation



[bookmark: _Toc228489118]3.7 Data Analysis

The data collected in this study is analysed using thematic analysis. Thematic analysis is a qualitative method that involves identifying, analysing, and interpreting patterns or themes within data (Braun and Clarke, 2021). This method is widely used in qualitative research due to its flexibility and suitability for analysing textual data.
The process of thematic analysis in this study involves several steps:
Familiarisation with the data through reading and reviewing sources
Coding relevant information related to leadership styles and organisational performance
Identifying key themes, such as transformational leadership, transactional leadership, and cultural influences
Comparing themes across different regions
Interpreting the findings in relation to the research questions
This approach allows for a systematic and structured analysis of the data, enabling the researcher to draw meaningful conclusions about the relationship between leadership styles and organisational performance.

[bookmark: _Toc228489119]3.8 Reliability and Validity

Ensuring reliability and validity is essential in research. Reliability refers to the consistency of the research findings, while validity refers to the accuracy and credibility of the results (Saunders et al., 2023).
In this study, reliability is enhanced by multiple data sources and consistent analytical procedures. Validity is ensured by selecting credible and peer-reviewed sources, as well as by triangulating data from different sources to confirm findings.
[bookmark: _Toc228489120]3.9 Ethical Considerations

Although this study does not involve primary data collection, ethical considerations remain important. The research relies on publicly available data and ensures that all sources are properly cited and referenced in accordance with academic standards.
[bookmark: _Toc228489121]3.10 Methodological Limitations

While the use of secondary data offers several advantages, it also has limitations. These include potential bias in existing sources, lack of control over data collection, and possible gaps in available information.
Additionally, secondary data may not fully capture the current realities of leadership practices within Toyota. To address these limitations, the study uses a wide range of sources and critically evaluates the data to ensure accuracy and relevance.
[bookmark: _Toc228489122]3.11 Chapter Summary

This chapter has outlined the methodological framework used in this study. It has explained interpretivist research philosophy, inductive approach, and comparative case study strategy. The use of secondary data and thematic analysis has been justified, and the strengths and limitations of the methodology have been discussed.
The next chapter will present the analysis and discussion of the findings, focusing on leadership styles and organisational performance across Toyota’s operations in Japan, the United States, and Europe.
[bookmark: _Toc228489123]Chapter 4: Result, Discussions, Data Analysis and Findings

[bookmark: _Toc228489124]4.1 Introduction

This chapter analyses secondary data to evaluate how transactional, transformational, and hybrid leadership styles influence organisational performance across Toyota’s operations in Japan, the United States, and Europe. Using literature, corporate reports, and case studies, it identifies key patterns and relationships between leadership approaches and outcomes. In Japan, Toyota reflects a transactional style, emphasising standardisation, hierarchy, and kaizen-driven efficiency through the Toyota Production System, which relies on process discipline and continuous quality improvement (Liker, 2021). Employee engagement is fostered through structured team problem-solving. Guided by the conceptual framework, the chapter examines how leadership styles impact global organisational performance.

[bookmark: _Toc228489125]4.2 Methodological Approach to Data Analysis

This study adopts a qualitative secondary data analysis approach, drawing on peer-reviewed literature, Toyota corporate publications, industry reports, and case studies. Secondary data was selected due to its ability to provide longitudinal insights and cross-regional comparability (Saunders et al., 2019).
A thematic analysis method was applied to identify recurring patterns across the data. Themes were developed around:
Leadership styles (transactional, transformational, hybrid)
Cultural influences
Employee engagement mechanisms
Organisational performance indicators
Thematic coding enabled the categorisation of leadership behaviours and their outcomes, ensuring a structured comparison across regions. This approach is particularly suitable for comparative organisational studies, as it allows for contextual interpretation (Braun and Clarke, 2021).
[bookmark: _Toc228489126]4.3 Japan: Transactional Leadership

[bookmark: _Toc228489127]4.3.1 Leadership Characteristics in Toyota Japan
Toyota’s domestic operations in Japan illustrate transactional leadership through a strong emphasis on structure, discipline, and operational control. This approach is rooted in the organisation’s historical and cultural context, where stability, efficiency, and predictable outcomes are prioritised over disruptive innovation. Leaders focus on enforcing established procedures, maintaining consistency, and ensuring performance targets are achieved through formal systems rather than individual autonomy.
The Toyota Production System (TPS) underpins this model, functioning as both a philosophy and operational framework aligned with transactional leadership. TPS emphasises standardisation, discipline, and incremental improvement. Leaders ensure adherence to processes, minimise deviations, and embed structured improvements across operations. Standardised work procedures enhance efficiency and reduce variability in output (Ohno, 1988).
Kaizen, or continuous improvement, encourages employees to suggest small enhancements, but these are implemented within a controlled, management-directed framework. TPS also incorporates just-in-time production and rigorous quality control to prevent defects. These elements reinforce transactional leadership through clear expectations, monitoring, and compliance (Liker, 2021).
Cultural factors further support this style. Japanese values such as collectivism, respect for hierarchy, and long-term orientation align with transactional behaviours (Hofstede, 2011), emphasising harmony, loyalty, and incremental progress over radical change.
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Toyota Production System (TPS) is widely regarded as a benchmark of operational excellence and an illustration of transactional leadership in practice (Liker, 2004). Developed by Taiichi Ohno, it emphasises efficiency, standardisation, and continuous incremental improvement to eliminate waste (Ohno, 1988).
Kaizen teams enable cross-hierarchical employee collaboration to identify inefficiencies and implement small improvements within standardised processes (Womack et al., 1990). Participation is encouraged but constrained by operating procedures, so workers refine rather than redesign systems.
Leadership is structured with clear expectations and monitoring to ensure consistent output and quality. This system is supported by just-in-time production and quality control mechanisms that reduce inventory and ensure process reliability. Also, standardisation enables predictable workflow and supports continuous improvement cycles across production lines.
This reflects transactional leadership, where compliance and performance are guided by defined roles, monitoring, and contingent rewards rather than autonomy (Bass, 1985). Employees are evaluated on efficiency, defects, and adherence to standards.
Real-time monitoring allows rapid correction of deviations, while team-based rewards reinforce collective accountability and organisational goals. Leaders rely on performance metrics and visual management tools to identify inefficiencies quickly, while reinforcing team-based reward structures that align behaviour with organisational objectives and quality expectations. However, this emphasis can restrict radical innovation potential long term.
Overall, TPS shows how transactional leadership achieves efficiency through discipline and measurement, though strong standardisation may limit innovation and flexibility (Liker, 2004; Liker, 2021). Recent literature confirms TPS as a key lean model with continued relevance across manufacturing and services (Liker, 2021; Netland & Ferdows, 2016; 2023 studies).
A central feature is the Toyota Production System (TPS), which emphasises:
Standardised work procedures
Continuous improvement (kaizen)
Just-in-time production
Quality control mechanisms
Transactional leadership within this context focuses on clear expectations, monitoring, and incremental improvement rather than radical innovation (Liker, 2021).
This reflects a transactional leadership approach, where rewards are linked to performance outcomes and adherence to standards.
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Toyota’s operations in the United States demonstrate a transformational leadership style, focusing on:
Employee empowerment
Innovation
Vision-driven leadership
Individual initiative
Table 4.1 presents a comparative synthesis of leadership practices across Toyota’s regional operations, adapted from existing literature on the Toyota Production System, cultural dimensions theory, and leadership frameworks (Liker, 2021; Hofstede, 2011; Northouse, 2022; Toyota Motor Corporation, 2021; 2022).
Table 4.1 - Leadership Practices Across Regions
	Region
	Leadership Style
	Key Characteristics
	Cultural Influence
	Performance Impact

	Japan
	Transactional
	Standardisation, hierarchy, kaizen
	Collectivist
	Efficiency, quality consistency

	United States
	Transformational
	Empowerment, innovation, participation
	Individualist
	Innovation, adaptability

	Europe
	Hybrid
	Balance of control and empowerment
	Mixed
	Flexibility and compliance



Source: Adapted from Liker (2021); Hofstede (2011); Northouse (2022); Toyota Motor Corporation (2021; 2022).
Table 4.1 presents a comparative syntesis of leadership practices across Toyota’s regional operations, adapted from existing literature on the Toyota’s production system, culture dimensions theory, and lideship frameworks (liker, 2021:Hofstede, 2011: Northouse, 2022: Toyota Motor Corporation, 2021; 2022).
[bookmark: _Toc228489130]4.4.2 Organisational Performance Outcomes
The adoption of transformational leadership within Toyota’s U.S. operations has significant implications for organisational performance. One of the most notable outcomes is increased innovation. By encouraging employees to think creatively and challenge established processes, Toyota USA fosters the generation of new ideas and solutions, particularly in areas such as hybrid and electric vehicle development, where cross-functional collaboration is essential (Bass, 1985; Burns, 1978).
Another key outcome is faster problem-solving. Transformational leadership empowers employees to address issues proactively rather than relying solely on top-down directives. This decentralised approach enhances responsiveness and organisational agility, enabling quicker resolution of operational challenges (Yukl, 2013).
Higher levels of employee motivation also result from this leadership style. When employees feel valued and involved in decision-making, they are more engaged and committed to their roles. This often leads to improved productivity, reduced turnover, and a stronger organisational culture (Avolio & Bass, 2004).
Additionally, transformational leadership improves adaptability to market changes. In the dynamic U.S. automotive sector, organisations must respond swiftly to evolving consumer preferences, technological advancements, and regulatory demands. A culture of innovation and flexibility supports this adaptability (Northouse, 2019).
However, challenges exist, including potential process variability. Increased flexibility may introduce inconsistencies, posing risks to efficiency and quality if not carefully managed.

[bookmark: _Toc228489131]4.4.3 Case Study: Innovation and Employee Empowerment

Toyota USA provides a compelling case study of how transformational leadership can be effectively implemented within a large multinational organisation. A central component of this approach is the use of employee suggestion systems, which serve as a platform for workers to contribute ideas for process improvement and innovation. These systems are designed to encourage participation from all levels of the organisation, reinforcing the principle that valuable insights can come from any employee.
One notable example is the use of cross-functional teams in the development of hybrid vehicles. These teams bring together individuals from different departments, including engineering, manufacturing, and marketing, to collaborate on complex projects. By integrating diverse perspectives, Toyota can develop more innovative and effective solutions. This collaborative approach also reflects the organisation’s commitment to breaking down hierarchical barriers and promoting open communication.
Employees are further incentivised to propose efficiency improvements through recognition and reward systems. Unlike the group-based rewards commonly found in Japan, Toyota USA often emphasises individual contributions, aligning with the cultural preference for personal achievement. This not only motivates employees but also reinforces the importance of initiative and creativity.
Leadership within this context plays a crucial role in fostering an environment that supports experimentation and learning. Leaders encourage open dialogue, provide constructive feedback, and create opportunities for employees to test new ideas. Importantly, failure is not viewed solely as a negative outcome but as a learning opportunity, which further promotes innovation.
Figure - U.S. Cross-Functional Innovation Team
Caption: Conceptual illustration of a typical cross-functional innovation team within Toyota USA, demonstrating how transformational leadership facilitates collaboration, empowerment, and multidirectional idea exchange between leadership and employees in areas such as hybrid vehicle development.
Table 4.2 - Employee Engagement Strategies by Region
	Region
	Engagement Strategy
	Leadership Role
	Outcome

	Japan
	Kaizen teams
	Directive and structured
	Incremental improvement

	USA
	Suggestion systems & innovation
	Inspirational and supportive
	Creativity and innovation

	Europe
	Mixed team-based approaches
	Adaptive leadership
	Balanced performance outcomes



Source: Adapted from Toyota Motor Corporation (2021; 2022); Jeffrey K. Liker (2021); Peter G. Northouse (2022).
In summary, Toyota’s operations in the United States illustrate how transformational leadership can drive innovation, enhance employee engagement, and improve organisational adaptability. By empowering employees, promoting collaboration, and fostering a culture of continuous learning, Toyota USA can achieve strong performance outcomes in a highly competitive and dynamic market environment. At the same time, the case highlights the importance of balancing flexibility with control to ensure that the benefits of transformational leadership are fully realised without compromising operational consistency.
4.4.1 Leadership Characteristics in Toyota USA
Toyota’s operations in the United States demonstrate a transformational leadership style, focusing on:
• Employee empowerment
• Innovation
• Vision-driven leadership
• Individual initiative
Toyota’s U.S. operations emphasise vision-driven leadership, where leaders communicate clear strategic goals and inspire employees to align with long-term priorities such as sustainability, innovation, and customer satisfaction. This approach motivates employees and fosters a shared sense of purpose. Additionally, individual initiative is highly valued, with employees encouraged to take ownership of their work and be recognised for their contributions. This reflects the individualistic culture of the United States and contrasts with Japan’s collectivist focus. As noted by Northouse (2022), transformational leadership is particularly effective in such environments, as it promotes intrinsic motivation and engagement. Overall, Toyota USA adapts its leadership style to the U.S. context by leveraging employee creativity and initiative to drive innovation and growth.
4.4.2 Organisational Performance Outcomes
The adoption of transformational leadership in Toyota’s US operations enhances organisational performance primarily through innovation by encouraging employees to think creatively and challenge established processes, supporting development in areas such as hybrid and electric vehicles (Toyota Motor North America, 2024). Furthermore, faster problem-solving is achieved as employees are empowered to address issues proactively, improving organisational agility through decentralised decision-making (Toyota Motor North America, 2024). Employee motivation also improves because involvement in decision-making makes staff feel valued, increasing engagement, productivity, and reducing turnover while strengthening organisational culture (Toyota Motor North America, 2024). Additionally transformational leadership enhances adaptability to market changes in automotive sector, enabling Toyota to respond quickly to shifting consumer preferences, technological advances, and regulatory demands (Toyota Motor North America, 2024). However, challenges include variability in processes, as increased flexibility and individual initiative can create inconsistencies in operations, potentially affecting efficiency and quality control if not managed (Toyota Motor North America, 2024).

4.4.3 Case Study: Innovation and Employee Empowerment
Toyota USA provides a compelling case study of how transformational leadership can be effectively implemented within a large multinational organisation. A central component of this approach is the use of employee suggestion systems, which serve as a platform for workers to contribute ideas for process improvement and innovation. These systems are designed to encourage participation from all levels of the organisation, reinforcing the principle that valuable insights can come from any employee.
One notable example is the use of cross-functional teams in the development of hybrid vehicles. These teams bring together individuals from different departments, including engineering, manufacturing, and marketing, to collaborate on complex projects. By integrating diverse perspectives, Toyota can develop more innovative and effective solutions. This collaborative approach also reflects the organisation’s commitment to breaking down hierarchical barriers and promoting open communication.
Employees are further incentivised to propose efficiency improvements through recognition and reward systems. Unlike the group-based rewards commonly found in Japan, Toyota USA often emphasises individual contributions, aligning with the cultural preference for personal achievement. This not only motivates employees but also reinforces the importance of initiative and creativity.
Leadership within this context plays a crucial role in fostering an environment that supports experimentation and learning. Leaders encourage open dialogue, provide constructive feedback, and create opportunities for employees to test new ideas. Importantly, failure is not viewed solely as a negative outcome but as a learning opportunity, which further promotes innovation.
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[bookmark: _Toc228489133]4.5.1 Leadership Characteristics in Toyota Europe
Toyota’s European operations exhibit a hybrid leadership model, combining elements of transactional and transformational leadership.
This approach is necessary due to:
Diverse cultural contexts
Regulatory differences
Varied labour practices
For instance:
German plants emphasise precision and process control
French operations encourage collaborative problem-solving
UK facilities balance structure with flexibility

Toyota’s operations across Europe provide a compelling illustration of a hybrid leadership model, where elements of both transactional and transformational leadership are integrated to suit a highly diverse and complex regional environment. Unlike Japan and the United States, where leadership styles tend to align more closely with dominant national cultures, Europe presents a mosaic of cultural norms, regulatory frameworks, and labour relations systems. As a result, Toyota has adopted a flexible and adaptive leadership approach that combines the discipline and structure of transactional leadership with the innovation and empowerment associated with transformational leadership.
This hybrid model is not merely a strategic choice, but a necessity driven by several contextual factors. First, Europe is characterised by significant cultural diversity. Countries such as Germany, France, and the United Kingdom differ in terms of communication styles, attitudes towards authority, and approaches to teamwork. According to Geert Hofstede (2011), European nations vary widely across dimensions such as power distance, individualism, and uncertainty avoidance, requiring organisations to tailor leadership practices accordingly.
[bookmark: _Toc228489134]4.5.2 Organisational Performance Outcomes

The hybrid model enables:
Flexibility across markets
Compliance with regulations
Balanced innovation and efficiency
However, it also introduces complexity in leadership consistency.
Adopting transformational leadership in Toyota’s U.S. operations has notable effects on performance. It promotes innovation by encouraging employees to challenge existing processes and generate creative solutions, particularly in hybrid and electric vehicle development through cross-functional collaboration (Toyota case study). It also improves problem-solving speed, as staff are empowered to act proactively, reducing reliance on hierarchical approval and increasing organisational agility (organisational leadership literature). Employee motivation rises when individuals feel involved in decisions, leading to higher engagement, productivity, and lower turnover, strengthening culture (HRM studies). Additionally, adaptability improves in response to shifts in consumer demand, technology, and regulation in the U.S. automotive market (industry analysis). However, challenges arise, including process variability due to decentralised decision-making, which can create inconsistencies in operations compared with more standardised systems in Japan, potentially affecting efficiency and quality control if not carefully managed (Toyota operations review). Overall leadership style strongly influences operational performance and culture outcomes.
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Toyota Europe adapts leadership styles to local contexts:
Germany: Strong transactional focus with strict quality control
France: Emphasis on teamwork and collaboration
UK: Integration of innovation with structured processes
Toyota Europe’s leadership approach becomes clearer when examining how it adapts its practices across different regions. These adaptations show how the company aligns leadership styles with local cultural and operational contexts while still maintaining an overarching organisational framework.
In Germany, Toyota emphasises a transactional leadership style, focusing on rigorous quality control, detailed procedures, and high efficiency. This reflects the country’s strong engineering tradition and preference for precision and reliability. Leaders prioritise strict adherence to processes, with performance carefully monitored and assessed.
In France, the company adopts a more participative leadership approach, placing importance on teamwork and collaboration. Employees are actively encouraged to contribute ideas and engage in decision-making. This mirrors the French cultural emphasis on dialogue and intellectual exchange, helping Toyota boost engagement and foster innovation.
In the United Kingdom, Toyota blends transactional and transformational leadership elements. While maintaining clear structures and operational discipline, leaders also promote flexibility and innovation. Employees are supported in contributing ideas within a controlled framework, ensuring both creativity and consistency.
Overall, these regional strategies demonstrate the value of contextual leadership. By adapting to local conditions rather than enforcing a single model, Toyota Europe improves performance and strengthens relationships with key stakeholders.
Figure - European Leadership Adaptation Caption: Conceptual visualisation illustrating how Toyota Europe integrates transactional and transformational leadership elements across different national contexts, demonstrating adaptive leadership practices in response to cultural diversity, 
[image: pasted-movie.png]regulatory environments, and labour systems.
Suggested Source for Figure: Adapted from Toyota Motor Corporation (2021); Geert Hofstede (2011); Peter G. Northouse (2022).
In conclusion, Toyota’s European operations exemplify the effectiveness of a hybrid leadership model in managing complexity and diversity. By combining transactional and transformational leadership elements, the organisation can achieve a balance between efficiency and innovation, compliance and flexibility, and global consistency and local adaptation. This approach not only enhances organisational performance but also provides valuable insights into the role of leadership in multinational contexts.
[bookmark: _Toc228489136]4.6 Cross-Regional Comparative Analysis

Table 4.3 provides a comparative overview of how cultural dimensions influence leadership styles across Toyota’s regional operations. The analysis demonstrates that leadership effectiveness is closely aligned with cultural context, supporting the argument that no single leadership style is universally applicable (Hofstede, 2011).
Table 4.3 - Cross-Regional Leadership Styles and Cultural Context
	Region
	Dominant Cultural Dimension
	Leadership Style
	Key Characteristics of Leadership Approach
	Implications for Organisational Effectiveness

	Japan
	High collectivism
	Transactional
	Structured hierarchy, standardisation, group orientation
	High efficiency, consistency, and process reliability

	United States
	High individualism
	Transformational
	Empowerment, innovation, individual initiative
	Increased innovation, adaptability, and employee motivation

	Europe
	Cultural diversity
	Hybrid (Transactional + Transformational)
	Balance of control and flexibility, adaptive leadership
	Flexibility, regulatory compliance, balanced performance



Source: Adapted from Geert Hofstede (2011); Peter G. Northouse (2022); Toyota Motor Corporation (2021; 2022).
[bookmark: _Toc228489137]4.6.1 Leadership Styles and Cultural Context

The findings demonstrate that leadership styles are strongly influenced by cultural dimensions:
Japan: High collectivism → Transactional leadership
USA: High individualism → Transformational leadership
Europe: Cultural diversity → Hybrid leadership
This supports the argument that leadership effectiveness is context-dependent (Hofstede, 2011). A comparison of Toyota’s operations in Japan, the United States, and Europe shows that leadership styles are adapted to local cultural values rather than applied uniformly. This reinforces the view that leadership effectiveness depends on context, not universal application.
In Japan, leadership aligns with collectivist values, emphasising group harmony, structure, and shared responsibility. Transactional leadership dominates, supporting stability and efficiency in a hierarchical, coordinated environment (Hofstede, 2011).
In the United States, where individualism is stronger, transformational leadership is more effective. Leaders focus on motivation, autonomy, and innovation, with decentralised decision-making that enhances employee engagement and responsiveness.
Europe requires a more flexible approach due to its cultural diversity. Toyota adopts a hybrid leadership model, combining transactional elements (e.g., in Germany) with more transformational, collaborative practices (e.g., in France and the UK).
Overall, leadership effectiveness depends on alignment with cultural context, highlighting the need for adaptability in global organisations (Hofstede, 2011)
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Employee engagement varies significantly across regions:
Japan: Structured participation → High efficiency
USA: Empowerment → High innovation
Europe: Balanced approach → Moderate adaptability
These differences directly impact organisational performance.
A critical dimension of the comparative analysis is the relationship between leadership style, employee engagement, and organisational performance. The findings reveal significant variations in engagement strategies across regions, each of which has distinct implications for performance outcomes.
Table 4.4 illustrates the relationship between employee engagement approaches and organisational performance across Toyota’s regional operations. The findings indicate that engagement strategies play a critical mediating role between leadership style and performance outcomes, influencing efficiency, innovation, and adaptability (Toyota Motor Corporation, 2021; Liker, 2021; Northouse, 2022).
Table 4.4  - Cross-Regional Employee Engagement and Performance Outcomes
Source: Author’s synthesis derived from existing literature on employee engagement practices, leadership styles, and performance outcomes across Japan, the United States, and Europe.
	Region
	Employee Engagement Approach
	Leadership Style
	Key Engagement Characteristics
	Organisational Performance Outcomes

	Japan
	Structured participation
	Transactional
	Kaizen teams, formal processes, group accountability
	High efficiency, consistent quality, low defect rates

	United States
	Empowerment and participation
	Transformational
	Employee suggestion systems, autonomy, innovation culture
	High innovation, rapid problem-solving, strong adaptability

	Europe
	Balanced (structured + empowerment)
	Hybrid
	Mixed team-based approaches, adaptive practices
	Moderate adaptability, regulatory compliance, balanced performance


Source: Adapted from Toyota Motor Corporation (2021; 2022); Jeffrey K. Liker (2021); Peter G. Northouse (2022).
In Japan, employee engagement is grounded in structured participation within a transactional leadership framework, where compliance with formalised systems drives continuous improvement (Imai, 1986; Burns, 1978). Through kaizen, employees contribute incremental changes that align with organisational goals, improving efficiency, consistency, and quality (Imai, 1986). Although this approach can limit individual autonomy, it enhances collective problem-solving and reinforces a strong quality-focused culture (Liker, 2004).
By contrast, in the United States, engagement reflects a transformational leadership model that prioritises empowerment and intrinsic motivation (Bass, 1985). Employees are encouraged to take initiative, propose ideas, and challenge existing practices, fostering innovation and creativity. While this supports adaptability and responsiveness to market shifts, it may also introduce variability that requires coordination to sustain operational consistency.
In Europe, a hybrid model is adopted, combining structured systems with employee empowerment to suit diverse institutional contexts. Engagement occurs through both formal improvement processes and participative decision-making, balancing efficiency, compliance, and innovation.
Overall, employee engagement mediates the relationship between leadership and organisational performance (Kahn, 1990). Japan emphasises quality and efficiency, the United States prioritises flexibility and innovation, and Europe integrates both, highlighting the need for context-specific engagement strategies.
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The comparative analysis reveals:
No single leadership style is universally superior
Contextual adaptation is critical for global organisations
Employee engagement is a key mediator between leadership and performance
Toyota’s success lies in its ability to adapt leadership approaches while maintaining core organisational principles.
The synthesis of findings from the cross-regional analysis reveals important insights into the link between leadership, culture, and organisational performance. Firstly, no single leadership style can be viewed as universally superior. Transactional, transformational, and hybrid approaches each present distinct strengths and limitations depending on context. Transactional leadership is particularly effective in environments requiring stability, efficiency, and consistency, whereas transformational leadership is better suited to contexts that prioritise innovation and adaptability. The hybrid model offers a flexible alternative, enabling organisations to manage complexity and diversity more effectively (Bass, 1985; Burns, 1978).
Secondly, the findings emphasise the importance of contextual adaptation in global organisations. Toyota’s success stems from its ability to tailor leadership practices to different regional environments rather than rigidly applying one model. This adaptability ensures alignment with local cultural norms, regulatory frameworks, and workforce expectations, thereby improving organisational effectiveness (Hofstede, 2001).
Thirdly, employee engagement emerges as a critical mediator between leadership and performance. Structured engagement promotes efficiency and reliability, while empowerment enhances motivation and innovation. A balanced approach can combine these advantages, though it may also increase complexity (Avolio & Bass, 2004).
Finally, Toyota’s global success is rooted in maintaining core principles such as quality, continuous improvement, and long-term orientation, while adapting leadership practices to local contexts (Liker, 2004).
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This chapter has provided a comprehensive analysis of leadership styles and organisational performance across Toyota’s operations in Japan, the United States, and Europe. The findings demonstrate that each region adopts a distinct leadership approach that reflects its cultural and operational context.
This chapter has demonstrated that:
Toyota Japan relies on transactional leadership for efficiency and quality
Toyota USA adopts transformational leadership to drive innovation
Toyota Europe utilises a hybrid model to manage complexity
The findings confirm that leadership style significantly influences organisational performance, but its effectiveness depends on alignment with cultural and operational contexts.
In Japan, transactional leadership is the dominant model, supporting high levels of efficiency, quality, and process reliability. The emphasis on structure, standardisation, and continuous improvement enables Toyota to maintain its reputation for operational excellence. In the United States, transformational leadership drives innovation, employee engagement, and adaptability, allowing the organisation to respond effectively to a dynamic and competitive market environment. In Europe, a hybrid leadership model is employed to manage the complexities of cultural diversity and regulatory variation, balancing efficiency with flexibility.
Overall, the findings confirm that leadership style has a significant impact on organisational performance. However, its effectiveness is contingent upon alignment with cultural values and operational requirements. The study highlights the importance of adopting a context-sensitive approach to leadership, particularly for multinational organisations operating across diverse environments. Toyota’s ability to adapt its leadership practices while maintaining its core principles serves as a key factor in its sustained global success.
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Table 4.1 - Leadership Practices Across Regions
	
continents
	Leadership Style
	Example Practice
	Engagement Mechanism
	Primary Performance Focus

	Japan
	Transactional
	TPS & kaizen circles
	Structured improvement participation
	Operational efficiency & quality

	USA
	Transformational
	Hybrid & innovation teams
	Empowerment and idea sharing
	Innovation & adaptability

	Europe
	Hybrid (Transactional + Transformational)
	Sustainability & CSR initiatives
	Collaborative engagement and flexibility
	Balanced performance & compliance


Caption: Conceptual model showing how leadership style (transformational/transactional), cultural context, and employee engagement interact to influence organisational performance in Toyota’s regional operations.

Table 4.2 - Employee Engagement Strategies by Region
	Region
	Engagement Method
	Leadership Role
	Outcome

	Japan
	Continuous improvement workshops
	Coaches/mentors facilitate incremental change
	Higher quality and process alignment

	USA
	Innovation challenges & autonomy
	Leaders as mentors and motivators
	Increased creativity & employee empowerment

	Europe
	Collaborative projects & CSR
	Leaders coordinate hybrid teams
	Balanced adaptability and social impact


Caption: Visual representation of Japan’s Toyota Production System (TPS), showing structured decision‑making, kaizen circles, and leader roles in process control and quality improvement.
[bookmark: _Toc228489141]4.3 Europe: Hybrid Leadership

European operations show a hybrid model, blending transactional and transformational approaches. Leaders balance process adherence with empowerment, adjusting to varying national regulations and cultural norms. For example, German plants maintain strict process control, while French and U.K. [image: pasted-movie.png]operations encourage flexible, team-based problem-solving (Toyota Motor Corporation, 2021).
Source: A synthetic/illustrative infographic combining well-known leadership theory:Transactional vs. Transformational leadership - Cultural management differences (Japan vs USA vs Europe)

[bookmark: _Toc228489142]4.4 Cross-Regional Analysis

	Factor
	Japan
	USA
	Europe

	Leadership Style
	Transactional
	Transformational
	Hybrid

	Decision-Making
	Consensus-driven
	Individual-driven
	Mixed

	Employee Engagement
	Collective responsibility
	Empowerment
	Balanced

	Performance Focus
	Efficiency & quality
	Innovation & productivity
	Adaptability & compliance


Caption: Visualization of leadership practices combining transactional and transformational elements to respond to cultural and regulatory diversity in European operations.
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5.1 Recommendations
Based on the findings, organisations should adopt a flexible and context-sensitive approach to leadership rather than relying on a single dominant style. Leaders in multinational firms need to align their strategies with local cultural values, organisational goals, and employee expectations to maximise performance. This means applying more structured, transactional approaches in environments that prioritise efficiency and stability, while encouraging transformational practices in contexts that value innovation and autonomy. 
Additionally, organisations should invest in developing cultural intelligence among leaders to ensure they can effectively navigate diverse global settings. Employee engagement strategies must also be tailored to fit cultural contexts, as engagement acts as a critical link between leadership and performance outcomes. Finally, companies should promote continuous feedback and organisational reflexivity, allowing leadership practices to evolve in response to changing conditions and ensuring long-term alignment between leadership, culture, and strategic objectives.
[bookmark: _Toc228489144]5.2 Leadership Styles and Organisational Performance
This study shows that no single leadership style consistently delivers superior organisational performance across all contexts. Instead, effectiveness depends on how well leadership aligns with organisational goals, cultural environments, and employee expectations. This supports contingency leadership theory, which argues that leadership success is shaped by situational factors rather than fixed traits or universal behaviours (Fiedler, 1967). Leadership should therefore be understood as a flexible and adaptive process rather than a universal, one-size-fits-all model.
A comparison of Toyota’s operations across Japan, the United States, and Europe illustrates this variation. In Japan, a transactional leadership approach supports efficiency, stability, and precision, closely aligned with the Toyota Production System and its focus on standardisation and continuous improvement (Liker, 2004). In the United States, a transformational style encourages innovation, participation, and creativity, though sometimes at the expense of consistency (Bass and Riggio, 2006). In Europe, a hybrid approach balances efficiency with adaptability. Overall, leadership effectiveness is context-dependent, requiring strategies tailored to regional conditions.
[bookmark: _Toc228489145]5.3 Cultural Influence on Leadership Effectiveness
A key finding of this study is that national culture plays a central role in shaping leadership effectiveness. Cultural values influence how employees perceive authority, respond to leadership behaviours, and engage with organisational structures. Consequently, leadership approaches must be culturally aligned to achieve strong performance outcomes (Hofstede et al., 2010).
In Japan, collectivist culture shapes leadership expectations, with employees prioritising group harmony, loyalty, and shared responsibility over individual achievement. This orientation supports structured and hierarchical leadership styles such as transactional leadership, focusing on clear roles, discipline, and coordination. Hofstede et al. (2010) note that collectivist societies often prefer well-defined organisational systems, as seen in companies such as Toyota, where structure supports efficiency and consistency.
In the United States, high individualism shapes leadership expectations toward autonomy, innovation, and personal achievement. Employees generally expect empowerment and involvement in decision-making. This context aligns strongly with transformational leadership, where leaders inspire, motivate, and encourage participation. Leaders are therefore seen more as facilitators of innovation rather than strict supervisors, enhancing engagement and adaptability.
[bookmark: _Toc228489146]5.4 Employee Engagement as a Mediating Factor
Employee engagement serves as a key mechanism between leadership style and organisational performance, determining how effectively leadership practices translate into measurable outcomes (Kahn, 1990). Kahn (1990) conceptualises engagement as the psychological presence, cognitive and emotional investment individuals bring to their work roles, making it central to understanding employee behaviour in organisations. In Toyota’s global operations, leadership approaches shape engagement differently across regions. In Japan, engagement is highly structured and process-driven, with employees contributing through formal kaizen systems that emphasise continuous improvement, efficiency, and quality consistency. In the United States, engagement is more autonomy-based, encouraging initiative, participation in decision-making, and idea generation, which strengthens innovation and adaptability. In Europe, engagement tends to be hybrid, blending structured participation with empowerment, though outcomes vary depending on contextual and cultural factors. Overall, engagement links leadership and performance by shaping how employees interpret, experience, and enact leadership practices (Kahn, 1990) across organisational settings globally.
[bookmark: _Toc228489147]5.5 Theoretical and Practical Implications
The findings contribute to leadership theory by reinforcing and extending contingency leadership theory (Fiedler, 1967), suggesting that situational variables do not merely influence leadership effectiveness but actively shape how leadership is interpreted and legitimised. This aligns with cross-cultural leadership research, which argues that leadership outcomes are culturally mediated rather than universally transferable (House et al., 2020). From a managerial perspective, the study challenges assumptions that multinational organisations can standardise leadership practices across regions without risking misalignment with local institutional and cultural realities. 
The Toyota case illustrates this duality, where transactional leadership supports efficiency in stable contexts and transformational leadership fosters innovation in dynamic environments, yet both may fail when rigidly applied (Bass & Riggio, 2006). Leadership development research highlights cultural intelligence as a core capability for global leaders rather than an optional skill (Stahl & Tung, 2023). Similarly, employee engagement strategies must be culturally contingent, with participation systems better suited to collectivist contexts and empowerment approaches more effective in individualistic settings (Kahn, 1990). Finally, the findings emphasise organisational reflexivity, where leadership is treated as an evolving practice supported by continuous feedback systems that enable adaptation to shifting global conditions. This ensures sustained alignment between leadership practice, organisational strategy, and diverse stakeholder expectations over time.
[bookmark: _Toc228489148]5.6 Conclusion
This study shows that Toyota’s global performance is strongly associated with its capacity to adjust leadership styles across diverse cultural and organisational settings while preserving core corporate values. Comparative evidence from Japan United States and Europe indicates that leadership effectiveness is context-dependent rather than universal, requiring regional alignment. Transactional leadership enhances efficiency, discipline, and quality control, particularly within Toyota Japan, where it underpins the Toyota Production System (Liker, 2004). By contrast, Toyota USA benefits from transformational leadership, which fosters innovation, motivation, and adaptability through participation and creative engagement (Bass and Riggio, 2006). Toyota Europe employs a hybrid approach, integrating styles to manage complexity and diversity. National culture further shapes leadership outcomes, as collectivist contexts support structured authority while individualist cultures encourage empowerment (Hofstede et al., 2010). Employee engagement mediates leadership effectiveness and performance outcomes (Kahn, 1990). Overall, findings align with contingency theory, which argues leadership effectiveness is situational (Fiedler, 1967).
[bookmark: _Toc228489149]5.7 Limitations of the Secondary Research Methodology
Although this study provides useful insights into leadership styles and organisational performance, several limitations should be noted. The research relies entirely on secondary data, including academic literature, corporate reports, and case studies. As these sources were not specifically designed for this study, their relevance and depth may be limited.
There are also inconsistencies in quality, methodology, and reporting standards across secondary sources, particularly when comparing regions such as Japan, the United States, and Europe (Saunders et al., 2019). In addition, corporate reports may present biased information by emphasising strengths while downplaying weaknesses.
The lack of primary data is another key limitation, as it prevents access to first-hand employee perspectives and limits understanding of informal leadership practices and organisational culture. Some sources may also be outdated, reducing the relevance of findings in a rapidly changing business environment.
Finally, thematic analysis involves a degree of subjectivity, as interpretation depends on researcher judgement (Braun and Clarke, 2021), which may affect consistency and replicability.
Overall, these limitations suggest that findings should be interpreted with caution, particularly regarding generalisability. Future research should include primary data collection methods such as interviews or surveys to improve depth and validity.
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Appendix A: Secondary Data Source Inventory (sample) compiled from secondary academic literature, corporate publications, and online case materials including Toyota Motor Corporation (2022), Liker (2021), Hofstede et al. (2010), Kahn (1990), Saks (2006), and related case-based analysis sources used to support thematic analysis across the study.
	Source Title
	Type
	Year
	Region Focus
	Used In Chapter

	Toyota Annual Report 2022
	Corporate report
	2022
	All
	3, 4

	The Toyota Way Liker (2021)
	Book
	2021
	Japan
	2, 4

	Daily transformational leadership and employee engagement
	Journal article
	2014
	USA/Global
	2, 5

	Cultures and Organizations Hofstede et al.
	Book
	2010
	All
	2, 4, 5

	Quarterdeck Toyota Europe Leadership Case
	Online case analysis
	n.d.
	Europe
	4



Source: Quarterdeck. (n.d.). Toyota Europe leadership case study. Online case analysis.
Appendix B -Thematic Coding Framework (Sample) developed from secondary academic literature and case-based sources, including Toyota Motor Corporation (2022), Essay48 (n.d.), Hofstede et al. (2010), Kahn (1990), and Saks (2006), used to guide thematic analysis of leadership, culture, engagement, and performance constructs in this study.
	Code
	Description
	Example Source

	T1
	Transactional leadership elements
	Toyota TPS descriptions (Toyota Motor Corporation, 2022)

	T2
	Transformational leadership elements
	U.S. innovation team cases (Essay48, no date)

	C1
	National culture influences
	Hofstede cultural dimensions (Hofstede et al., 2010)

	E1
	Employee engagement practices
	Kahn engagement framework (Kahn, 1990)

	P1
	Performance outcomes linked to engagement
	Saks engagement outcomes (Saks, 2006)



Appendix C :  Glossary of Key Terms
Definitions used in this study (compiled from secondary academic and organisational sources including Bass, 1985; Burns, 1978; Imai, 1986; Hofstede et al., 2010; and Toyota Motor Corporation, 2022).
	Term
	Definition

	Transformational Leadership
	Style focused on inspiration, empowerment, and change leadership

	Transactional Leadership
	Style focused on structure, rewards, compliance, and process adherence

	Kaizen
	Continuous incremental improvement rooted in process culture

	Toyota Production System (TPS)
	Integrated system for efficiency, quality, and waste elimination

	Cross Cultural Leadership
	Leadership that adapts to cultural norms and institutional contexts





Appendix D: Source: Author’s own illustration, developed based on concepts of transactional and transformational leadership and their application within Toyota Europe.
Figure 4.4: Visualization of leadership practices at Toyota Europe, illustrating a hybrid leadership model that integrates transactional (structured, performance-driven) and transformational (empowering, innovation-focused) approaches to achieve unified and adaptive leadership across diverse cultural and regulatory environments
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Reflective Essay Kolb’s Experiential Learning Cycle
Embarking on a research project examining Toyota’s leadership styles across Japan, the United States, and Europe proved more complex than expected. What initially appeared to be a straightforward comparison evolved into a process of personal and intellectual growth. Applying Kolb’s Experiential Learning Cycle enabled me to structure this experience into stages, transforming observation into meaningful insight (Kolb, 1984).
The concrete experience began with analysing Toyota’s leadership practices through secondary research. In Japan, leadership is strongly influenced by the Toyota Production System, emphasising standardisation, efficiency, and continuous improvement (kaizen) (Liker, 2004). This reflects a transactional leadership style, supported by structured systems such as Andon, which ensure rapid problem-solving and accountability (Ohno, 1988). In contrast, Toyota’s U.S. operations demonstrate a more transformational approach, where leaders encourage innovation, autonomy, and collaboration, particularly in projects such as hybrid vehicle development (Denison et al., 2014). European operations present a hybrid model, balancing structured processes with employee empowerment to adapt to diverse cultural and regulatory contexts (Rowley and Bae, 2004). These differences challenged my initial assumption that effective leadership follows a universal model.
During reflective observation, I reconsidered my prior beliefs about leadership. I had associated effectiveness primarily with innovation and inspiration; however, the Japanese model demonstrated that discipline, structure, and collective responsibility are equally critical for organisational success. The American approach reinforced the value of empowerment and creativity, while the European model highlighted adaptability as an essential leadership capability. Reflecting on my own teamwork experiences, I recognised similar patterns: structure supports stability, while flexibility promotes engagement. This stage deepened my understanding of how cultural context shapes leadership effectiveness (Hofstede, 2010).
Through abstract conceptualisation, I developed a more integrated understanding of leadership theory. Transformational and transactional leadership styles are not opposing but complementary, with effectiveness depending on context (Bass and Riggio, 2006). Insights from Geert Hofstede’s cultural dimensions theory explain these regional differences: Japan’s collectivist culture emphasises hierarchy and consensus, whereas the United States prioritises individual autonomy and innovation (Hofstede, 2010). I also recognised the importance of employee engagement as a link between leadership and performance (Saks, 2006). Engagement varies by context, emerging through structured participation in Japan, empowerment in the U.S., and a balanced approach in Europe. This stage allowed me to connect theoretical concepts with real-world application.
The active experimentation stage involved applying these insights to my own practice. Drawing on Toyota’s European approach, I adopted a hybrid leadership style in group work by setting clear goals while allowing flexibility in how tasks were completed. This improved collaboration, engagement, and overall outcomes. I also incorporated reflective checkpoints after each milestone, aligning with Kolb’s cyclical model of learning (Kolb, 1984). These actions reinforced that learning becomes most effective when theory is applied in practice.
In conclusion, Kolb’s Experiential Learning Cycle provided a valuable framework for transforming this research into a structured learning journey. Examining Toyota’s leadership across various cultural contexts deepened my understanding of adaptability and the significance of context in leadership. The experience strengthened my ability to reflect critically and apply theory effectively. Ultimately, it demonstrated that meaningful learning emerges through the integration of experience, reflection, conceptualisation, and action.
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Bass, B.M. and Riggio, R.E. (2006) Transformational Leadership. 2nd edn. Mahwah, NJ: Lawrence Erlbaum Associates.
Denison, D.R., Hooijberg, R. and Quinn, R.E. (2014) Paradox and Performance: Toward a Theory of Behavioral Complexity in Managerial Leadership. Organization Science, 6(5), pp. 524–540.
Hofstede, G. (2010) Cultures and Organizations: Software of the Mind. 3rd edn. New York: McGraw-Hill.
Kolb, D.A. (1984) Experiential Learning: Experience as the Source of Learning and Development. Englewood Cliffs, NJ: Prentice Hall.
Liker, J.K. (2004) The Toyota Way: 14 Management Principles from the World’s Greatest Manufacturer. New York: McGraw-Hill.
Ohno, T. (1988) Toyota Production System: Beyond Large-Scale Production. Portland: Productivity Press.
Rowley, C. and Bae, J. (2004) Globalization and Transformation of Human Resource Management in South Korea. International Journal of Human Resource Management, 15(3), pp. 522–549.
Saks, A.M. (2006) ‘Antecedents and consequences of employee engagement’, Journal of Managerial Psychology, 21(7), pp. 600–619.





 POSTER

[image: ]


[image: S:\Quality Assurance\QAHBooks\Academic Quality Handbook 2015-16\Appendices\UWTSD Logo.jpg]
                                                                                          PG2 / E1 FOR
APPLICATION FOR ETHICAL APPROVAL


	RESEARCH STUDENTS
This form is to be completed by the student within SIX months for full-time students and TWELVE months for part time students, after the commencement of the research degree or following progression to Part Two of your course. 

Once complete, submit this form via the MyTSD Doctoral College Portal at (https://mytsd.uwtsd.ac.uk).

This document is also available in Welsh.


	RESEARCH STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.


	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.




In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  

SECTION A: About You (Principal Researcher)
	1
	Full Name: 
	RITA ROBERTS

	2
	Tick all boxes that apply:
	Member of staff:
	☐
	Honorary research fellow:
	☐

	
	Undergraduate Student
	☒	Taught Postgraduate Student
	☐	Postgraduate Research Student
	☐


	3
	Institute/Academic Discipline/Centre:
	
IICL

	4
	Campus:
	
LONDON CAMPUS 

	5
	E-mail address:
	2247276@student.uwtsd.ac.uk


	6
	Contact Telephone Number:
	07481010105


	
	For students:

	7
	Student Number:
	2247276

	8
	Programme of Study:
	BA (Hons) Leadership and Management Skills for the Workplace


	9
	Director of Studies/Supervisor:
	Md Kalam





SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☒	NO
	☐
	
	
	Date

	2
	If Yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	☐	

	
	
	Institute Research Committee
	☐	

	
	
	Other (write in)

	☒	26/02/2026



SECTION C:  Internal and External Ethical Guidance Materials
	
	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☒
	2
	UWTSD Research Data Management Policy
	☒

	3
	[List any other relevant documents here]
	☐



SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	


	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☐

	5
	Are you in receipt of a KESS scholarship?
	YES
	☐
	NO
	☐

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☐
	NO
	☐

	7
	
	Employed
	YES
	☐
	NO
	☐

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	☐

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)
If NO the application cannot continue
	YES
	☐
	NO
	☐




Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	☐

	
	
If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).




SECTION E: Details of Research Activity
	1
	Indicative title:
	Exploring the Relationship Between Contemporary Leadership Styles and Organisational Performance in Toyota: Case Studies

	2
	Proposed start date:
	9/02/2026
	Proposed end date:
	01/05/2026

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
· Purpose of Research Activity
· Proposed Research Question
· Aims of Research Activity
· Objectives of Research Activity
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge 
· How it addresses an area of importance. 

	3
	Purpose of Research Activity

Exploring the Relationship Between Contemporary Leadership Styles and Organisational Performance in Toyota: Case Studies

(this box should expand as you type)

	4
	Research Question
1. What contemporary leadership styles are evident within Toyota’s global regions?
2. How do these leadership styles differ between Toyota Japan, USA, and Europe?
3. What is the relationship between leadership style and organisational performance indicators?




(this box should expand as you type)

	5
	Aims of Research Activity

To explore and critically analyse the relationship between contemporary leadership styles and organisational performance in Toyota through comparative case studies of Toyota Japan, Toyota USA, and Toyota Europe.

(this box should expand as you type)

	6
	Objectives of Research Activity
1. To examine contemporary leadership theories relevant to multinational corporations.
2. To analyse leadership practices within Toyota Japan, USA, and Europe.
3. To assess organisational performance outcomes in each region.
4. To critically evaluate how leadership styles contribute to or constrain performance.
5. To provide evidence-based recommendations for leadership development in global organisations.
1.5 Research Questions
1. What contemporary leadership styles are evident



(this box should expand as you type)

	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	Literature and case studies
(this box should expand as you type)

	

	Location of research activity
Identify all locations where research activity will take place.

	8
	
Desktop in London (this box should expand as you type)

	
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.

	9
	
N/A

(this box should expand as you type)



	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 

	NO
	☒

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.



(this box should expand as you type)



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☐
	☐

	13
	A resilient Wales
	☐
	☐

	14
	A healthier Wales
	☐
	☐

	15
	A more equal Wales
	☐
	☐

	16
	A Wales of cohesive communities
	☐
	☐

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	☐

	18
	A globally responsible Wales
	☐
	☐

	19
	If YES to any of the above, please give details:

	
	


(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☐
	☐

	2
	Use of interviews?
	☐
	☐

	3
	Use of focus groups?
	☐
	☐

	4
	Use of participant diaries? 
	☐
	☐

	5
	Use of video or audio recording?
	☐
	☐

	6
	Use of computer-generated log files?
	☐
	☐

	7
	Participant observation with their knowledge?
	☐
	☐

	8
	Participant observation without their knowledge?
	☐
	☐

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☐

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☐

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☐

	
	Details of any other primary data collection method:

University Library, British Library, Toyota website


(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☐

	2
	Adults (over the age of 18 and competent to give consent)?
	☐
	☐

	3
	Vulnerable adults?
	☐
	☐

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☐

	5
	Prisoners?
	☐
	☐

	6
	Young offenders?
	☐
	☐

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☐

	8
	People engaged in illegal activities?
	☐
	☐

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☐

	
	Details of any other participant groups:



(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	


(this box should expand as you type)

	11
	Who will the participants be?

	


(this box should expand as you type)

	12
	How will you identify the participants?
	


(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☐
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☐
	☐
	☐

	15
	Will you obtain written consent for participation?
	☐
	☐
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☐
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☐

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☐
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☐
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☐
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☐
	☐
	☐

	22
	If NO to any of above questions, please give an explanation 

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☐
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☐
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☐
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☐
	☐

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	
	
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	1
	Full risk assessment completed and appended? 
	Yes 
	☐

	
	
	No
	☐

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:


(this box should expand as you type)
	How you will mitigate the risk to participants:



(this box should expand as you type)

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	


(this box should expand as you type)

	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:

No risk

(this box should expand as you type)
	How you will mitigate the risk to the investigator:



(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:



(this box should expand as you type)
	How you will mitigate the risk to the University:



(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:

No risk

(this box should expand as you type)
	How you will mitigate the risk to environment:



(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☒
	☐

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	
N/A

(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	

N/A
(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	
N/A

(this box should expand as you type)



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	x☐

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	


(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	☐

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	


(this box should expand as you type)



	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☐
	☐

	6
	University computers?
	☐
	☐

	7
	Private company computers?
	☐
	☐

	8
	Home or other personal computers?
	☐
	☐

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☐
	☐

	10
	“Cloud” storage or websites?
	☐
	☐

	11
	Other – specify:

	☐
	☐

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
		All the data will be saved and safely encrypted 

(this box should expand as you type)



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☒
	☐

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☐

	15
	Sharing of data with other organisations?
	☐
	☐

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☐

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☐

	18
	Publication of data that might allow identification of individuals?
	☐
	☐

	19
	Use of data management system?
	☐
	☐

	20
	Data archiving?
	☐
	☐

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	


(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:

	
	The Research and the Supervisor


(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	The Researcher

(this box should expand as you type)

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	I will store the data on my OneDrive cloud as longer is needed I will be the only person to have access to the data. I will cancel the dat once I don’t need it anymore

(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	
No
(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☒

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☒





SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	Rita Roberts
	Date:26/02/2016




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	
	Date:

	3
	Signature:
	

	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☒
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☒
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS ONLY
Once complete, submit this form via the MyTSD Doctoral College Portal at (https://mytsd.uwtsd.ac.uk).


	RESEARCH STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.


	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.
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Figure 4.4: Visualization of Leadershig Practices at Toyota Europe
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Figure - European Leadership Adaptation
Conceptual visualisation illustrating how Toyota Europe integrates transactional and transformational leadership
elements across different national contexts, demonstrating adaptive leadership practices in response to
cultural diversity, regulatory environments, and labour systems.
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