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[bookmark: _Toc212281463]1. Introduction
Organisational culture defines the way in which work is done in an organisation through the values, beliefs, norms and behaviours that are shared and influence the way personnel of an organisation relate with one another and the outside stakeholders. Mullins and Christy (2016) state that culture affects the decision-making, work organisation, motivation, as well as, the overall effectiveness of an organisation. The culture of organisations is an essential aspect in business life in the modern globalised world because organisations more and more work in different cultural environments and meet complicated operational challenges (Jabbar, Akmal and Hassan, 2024).
Toyota Company is among the most successful automotive manufacturers in the world that was founded in 1937 in Japan with its innovative production systems and quality concern. As a company with international operations in more than 170 countries, Toyota hires a multicultural workforce and works in various cultural settings. The organisational culture based on the principles of continuous improvement (Kaizen), respect to people, and lean manufacturing is the main factor that has contributed to its international image of efficiency, reliability, and innovation (Toma and Naruo, 2017).
This report is aimed at critically assessing the organisational culture of Toyota and the influence it had on the structure of the company, decision-making, and performance. Based on the existing models like the schemeen model, Hofstede cultural dimensions, and Handy cultural types, the report will determine the existing cultural aspects in Toyota, the influence of culture on organisational practises and whether culture is an enabler or inhibitor of effectiveness. 
[bookmark: _Toc212281464]2. Theoretical Frameworks of Organisational Culture
The study of organisational culture involves a theoretical framework that illustrates that shared values, beliefs and behaviour influence organisational processes. Various models can be used to offer good perspectives in understanding culture, some of them include Scheens Model of Organisational Culture, Hofstede Cultural Dimensions and Handys Cultural Types, which all present different perspectives of how culture is practised within organisations.Model of Organisational Culture by Schein classifies culture into three dimensions: artefacts, espoused values and underlying assumptions. These are the visible and physical aspects of culture, which include the workplace setting, uniforms or company rituals. Espoused values are what are called the stated principles and strategies that guide behaviour whereas underlying assumptions are ingrained beliefs that are usually assumed (Rai, 2011). 
Toyota, it is possible to see artefacts in the standardised production processes of the Toyota Production System (TPS) and visual management tools applied to assembly lines. The operational values including continuous improvement (Kaizen) and respect of people form the basis of the daily decisions that the company makes, and the underlying assumptions including a belief that employees are the ones that solve problems is the one that will affect the long-term organisational behaviour.
Hofstede Cultural Dimensions frameworks examine culture on various dimensions such as power distance, individualism versus collectivism, uncertainty avoidance, masculinity versus femininity, long-term orientation and indulgence versus restraint. In case of Toyota, the Japanese culture has low power distance as demonstrated by working teams in cross functions, and a collectivist mindset as it pays attention to teamwork and organisational unity (Östlund, 2020). 
The Cultural Type by Handy divides organisational cultures into power, role, task and person cultures. The centralised power cultures are those that centre on major decision-makers, formal rules and hierarchies, formal role cultures, project-based teamwork, and autonomy in persons. Toyota has had an integration of task and role cultures: the project teams collaborate to make Kaizens changes (task culture), and formal processes and standard operating procedures give the structure and consistency (role culture). 
These frameworks are especially applicable in the study of Toyota since they offer diagnostic and explanatory instruments in comprehending the effects of culture in the organisational behaviours, decision-making, and performance outcomes. Using Schein, Hofstede, and Handy, one may define what is visible and invisible in the Toyota culture, how cultural values are reflected in the practises of the company and how effective these cultural characteristics are in the outcome of the strategic goals (Janićijević, 2012). 
[bookmark: _Toc212281465]3. Analysis of Toyota’s Organisational Culture
The Toyota organisational culture is commonly acknowledged as one of the main factors of its world success, a blend of efficiency, innovation, and employee involvement. Using the theoretical models of Schein, Hofstede, and Handy, one will be able to critically assess the means in which culture influences the structure, decision-making processes, and core values of Toyota.
Structure: Toyota has a hybrid structure that is a combination of team-based and hierarchical structure. Although this is complemented by the presence of a clear organisational hierarchy that is a common feature of a multinational corporation, cross-functional teams are extensively used, especially in its Toyota Production System (TPS). The duality can be explained with the help of Schein model: standardised workstations, visual management tools, team boards, and other artefacts are mere physical signs of a structured but collaborative environment (Zenger, 2002). 
Decision-Making: Toyota culture of collaboration and consensus impacts decision-making. As much as a strategic decision can be concentrated on the top management levels, operational decisions are usually decentralised where team heads and production workers are involved in problem identification and enacting solutions. This impact was depicted in the dimensions provided by Hofstede: low power distance in communication within the team would promote involvement, and collectivism would promote a feeling of collective responsibility to the outcomes. 
Values and Beliefs: The Toyota culture is pegged on values such as continuous improvement (Kaizen), respect to people, sustainability, and customer focus. In his model, Schein emphasises the fact that these values are ingrained: the things like suggestion boxes, employee recognition programmes, workshops on improvement, etc., are the things that perpetuate these values in the operational processes. The Espoused values are applied to strategic priorities, operational behaviours, and underlying assumptions, including the assumption that employee engagement leads to innovation are applied to long-term decision-making (Wong, Ormiston and Tetlock, 2011). 
Strengths of Toyota’s Culture: Cultural fit and performance fit are one of the main assets of Toyota. The role plus task culture (Handy) is guaranteeing that the formal structures promote efficiency besides promoting innovation through teamwork. This balance allows Toyota to react successfully to the changes in the market fast, keep high standards of quality, and achieve the loyalty of the employees. The focus on constant improvement also facilitates sustainability programmes and operating excellence in all international operations (Ha, 2025).
Weaknesses of Toyota’s Culture: Regardless of these strengths, there are limitations to the culture at Toyota. Concentration on consensus and gradual improvement may at times delay the decision making in an emergency case, especially in international subsidiaries when there is a cultural difference. Also, the Japanese strong culture of management could pose a challenge to the employees who are not Japanese and would need culture adjustment and a lot of training. According to Schein, the framework suggests that there are some underlying assumptions that may serve as constraints in trying to be radically innovative or speed up change in the various markets, which include high commitment to hierarchical norms (Warner, 1994).
Finally, organisational culture in Toyota is effective in terms of incorporating structure, decision-making and values to attain strategic goals. The use of Schein, Hofstede and Handy gives a complete picture of the role of culture as a motivator as well as a limitation. Through the use of a team approach towards solving problems, continuous improvement, and respect of people, Toyota has created a strong and flexible culture. 
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Organisational culture has been very critical in helping Toyota adapt to the dynamic and complicated external environment in which it operates. Toyota being a global company in the automotive industry is experiencing challenges and opportunities due to globalisation, technological and socio-cultural diversity. The company manages to address these external pressures through its culture based on continuous improvement (Kaizen), people respect, and teamwork to keep up with the competition.
Globalisation and International Markets: Toyota has operations spread across more than 170 countries and this has exposed the firm to different market requirements, regulatory environments, and market competition. The cultural dimensions by Hofstede and the task culture viewpoint by Handy are useful in understanding how Toyota handles the global adjustment. Although Toyota maintains its Japanese cultural values, regional teams are empowered to develop operation decisions that meet the local market demands. An example is that in North America and Europe, Toyota will change the products offerings and marketing approaches to reflect the desires of the consumers and retain the homogenous quality of production (Hasan et al., 2024).
Technological Changes: Car businesses are changing technologically, with the emergence of electric vehicles (EVs), autonomous vehicles (AVs), and artificial intelligence manufacturing systems. The culture of continuous improvement practised at Toyota also promotes proactive innovation and involvement of employees in problem-solving activities. Kaizen philosophy of the company guarantees that technological changes are methodical, and teams are involved in new advances and sharing of knowledge. To illustrate, Toyota has also invested in AI and robotics to streamline efficiency in production (Garikapati and Shetiya, 2024).
Socio-Cultural Differences: The complexity of business operations in different cultural contexts necessitates the sensitivity to the socio-cultural norms, consumer behaviour and workforce expectations. The philosophy of respect-for-people of Toyota forms the basis of the cultural adaptation, whereby empowerment and integration of workers of various backgrounds is involved. The model by Schein emphasises the fact that Toyota deals with culturally diverse teams based on underlying assumptions that include the value of collaboration and mutual respect (Lawan and Zanna, 2013). 
PESTLE Analysis Context: The culture of Toyota allows it to react to the political, economic, social, technological, legal, and environmental (PESTLE) factors successfully. To illustrate, the technological innovation and the lean process are involved in the regulatory changes in the emission standards; the production of hybrid and electric vehicles and social need of sustainability are promoted with the usage of hybrids and electric vehicles; the influence of economic fluctuations is reduced by the usage of flexible production systems. 
To conclude, the organisational culture at Toyota is a strategic facilitator which enables the firm to adjust to globalisation, technological change and diversity in socio-cultural aspects. With the incorporation of cultural principles into operations and decision-making, 
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Although the organisational culture at Toyota is highly seen as an advantage of the company, it also acts as an obstacle to efficient operation, especially in a global and constantly changing business world. The cultural practises ingrained in the company based on the Japanese management philosophy also ensure stability and efficiency, but may at times restrict the flexibility and responsiveness.
Resistance to Change: A possible obstacle would be the resistance-to-change tendency in a traditionally hierarchical culture. Even though Toyota promotes continuous improvement (Kaizen), strategic change, like going electric or using digital technologies, may be more gradually adopted because of the presence of established practises and the need to follow the current established procedures. Strong positions like dependency on the power of the senior management and gradual change can in some ways be a constraint to radical innovation.
Communication Challenges in Global Teams: Toyota has operations in more than 170 countries, and culturally diverse staffs of subsidiaries. In spite of the communication efforts made to foster collaboration, there is a possibility of communication obstacles because of language, work styles and decision-making norms. Countries have different degrees of power distance and uncertainty avoidance and hence cause misunderstandings and delays in decision making (Petison and Johri, 2007). 
Cultural Clashes Between Japanese Management Style and International Subsidiaries:The cultural beliefs such as consensus decision-making and high respect to seniority are part of the core values at Toyota and thus may frustrate local cultural requirements in the foreign market. In Western subsidiaries, the workers used to make decisions faster and individually can become frustrated, which influences their engagement and performance. Role or power culture dominating headquarters might not invariably be congruous to either the task oriented or the person oriented culture in overseas countries thus leading to friction (Azoury, Daou and Sleiaty, 2013).
Finally, although the culture of Toyota is the basis of operational excellence, it might serve as an obstacle under the conditions of the need to effect quick transformation, smooth worldwide communication, or adaptability to various cultural demands. 
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Organisational culture at Toyota affects the performance of the whole organisation, productivity, innovation, and competitiveness in the market significantly. The values, principles, and cultural practises applied by the company are the key factors on how employees communicate, decide and solve their problems, which ultimately influence the results of their operation and the success of business.
Employee Motivation and Job Satisfaction: The culture of Toyota, which focuses on the respect to people and never-stop improvement, creates a high rate of employee motivation and involvement. Its employees make them feel that their work is theirs with programmes like Kaizen and make them take pride in it. Not only does this participative method increase job satisfaction, turnover is reduced and dedicated workforce is regarded highly and is necessary to make constant productivity and quality. Employees feel that they are heard and they are also able to provide a solution to a given issue that will create a culture of responsibility and teamwork.
Operational Efficiency and Quality Management: The most significant cultural factors that directly influence the efficiency of the operations and the quality of the products are the Toyota Production System and the lean management. The standardised procedures, care about detail and continuous improvement practises guarantee minimal waste, streamlined processes, and high-quality output. The problem-solving and precision culture in Toyota allows the company to identify and solve the problem quickly, which in turn leads to operational excellence and cost-effectiveness (Helmold, 2020). 
Market Performance and Reputation: Toyota also has a well-organised organisational culture that profoundly influences the external performance, such as brand reputation and market success. This focuses on reliability, innovation and sustainability, increasing customer loyalty and confidence in the company which makes it a leader in the automotive industry. The consistency in culture in the international markets helps to enhance brand image and give it a competitive advantage when working internationally. The combination of innovation into the cultural process helps Toyota to stay up-to-date with the market shifting trends, including the increased use of electric cars and greener methods (Oos Kosasih et al., 2024).
Competitive Advantage and Limitations: The culture of Toyota can be an important source of competitive advantage because of its association with strategic objectives, operational excellence, and employee involvement. Nevertheless, the same cultural characteristics may sometimes serve as a hindrance. As an example, decision-making at top-down and a process-based approach can impede adaptation to highly dynamic markets or slow down radical innovation (Coordinator, 1991). 
To sum up, the organisational culture at Toyota is pivotal in defining the behaviour of employees, efficiency in their work and market performance. To a large extent it is one of the sources of competitive advantage, as it leads to high performance and innovation, however, it should be managed with care not to influence responsiveness to the outside events and new opportunities.
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According to the organisational culture analysis of Toyota, there are some recommendations that can be implemented to help the firm reinforce its effectiveness, flexibility, and competitiveness on the global stage.
Enhancing Cross-Cultural Communication: The company operates in more than 170 countries, and it means that communication among different teams is essential. Toyota can engage in organised cross-cultural training to enable employees learn about various communication styles, decision making norms, as well as culture related expectations. Such a strategy will help minimise misunderstandings and enhance teamwork, as well as make every employee feel a part of the decision-making process and improve her/his engagement and performance.
Encouraging Innovation and Flexibility in Global Subsidiaries: Although Toyota operational excellence is very high because of the culture of continuous improvement, hierarchical decision-making tends to decelerate innovation particularly in global subsidiaries. Being creative and responsive can be encouraged by the introduction of flexible structures that allow local teams to experiment, processes can be adjusted, decisions made faster. Innovative hubs or pilot projects can be used to offer subsidiaries a chance to execute ideas without requiring volume of approvals, as a way of balancing uniformity worldwide with flexibility locally.
Strengthening Knowledge Sharing and Employee Engagement: It is necessary to share knowledge to maintain operational excellence and harness global expertise. Toyota can also improve internal communication channels, promote team problem solving, as well as introduce mentorship programmes in order to support the exchange of best practises and innovation. The engagement of employees in the process of making decisions, rewarding contributions, and knowledge sharing behaviours will be actively promoted.
Overall, orienting on the cross-cultural communication, innovation, and knowledge sharing, Toyota will be able to retain the strengths of its operation and become more adaptable and engaged in employees. The recommendations are consistent with current cultural principles currently implemented in Toyota, including respect to people and continuous improvement without overcoming the obstacles to its implementation associated with hierarchy, global diversity, and quick market changes. 
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This report has critically discussed the organisational culture of Toyota and how it has affected the structure, decisions, and performance. The analysis reveals that Toyota is culturally anchored on the foundations of continuous improvement, people respect, and operational excellence which preconditions such hierarchical, yet team-based structure of the company and helps to form the systematic processes of problem-solving.The cultural paradigms like the Scheens model, the Hofstede dimensions and the types of Handy indicate that the values and assumptions of Toyota permeate throughout the organisation and shape behaviours, collaboration and decision-making styles.
The culture of Toyota gives it a lot of strength, such as high motivation of employees, efficiency in operations, quality and good brand recognition worldwide. Programmes such as the Toyota Production System and Kaizen are examples of how cultural practises help in facilitating innovation, process improvement and competitiveness in the market. In general, Toyota organisational culture is a competitive advantage, as well as a model that needs to be adapted closely in an increasingly global and dynamic business environment. 
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