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            Abstract
            Organizational culture serves as a foundational set of beliefs  shaped by the members of an organisation  through external  adaptation or internal  integration ( Schein,1992) this report is going to focus  on Toyota motors corporation  And  the way  its culture has helped  to shape its  way for success. A company that started as a Kiichiro Toyoda and evolved from a humble textile machinery manufacturer into one of the largest and most influential automotive companies driven by the philosophies of the founder Sakich Toyoda- to improve people’s lives through innovation, the Toyota has built a reputation for high quality, durable vehicles. its organisation culture is unique being shaped by the Toyota way, a 2001 formalization of principles focusing on improvement (kaizen) and respect for people. This report will analyse a lot about its culture and how it has managed to help to Toyota success over the years.

Introduction 

		

Toyota motor company is a well-known  global Japanese  car manufacturer and seller of cars   in more than 170  markets  around the world. I have chosen this  Toyota  motor corporation uk because of its market  share of cars selling and popularity among car buyers  generally. The company is also  well known for production of  its high-quality  vehicles  and innovative  technologies       (Winfield 1994 ) Worldwide production of Toyota cars  was around 9.528 million for Toyota  and Lexus  brand vehicles  in 2020. 
   Toyota  has its head office in  Japan .  in the year 1933  this company  Toyota was founded  by  Kiichiro Toyoda and by 1934 they had started manufacturing  they are first car which was called Type A engine  and Toyota first car AA  which came to be introduced  in 1936. By recent times  they are producing  hybrid cars , Rav-4.  And others.  Toyota also have   acquired  shares in different companies like fuji heavy industries , Yamaha, Isuzu and Mitsubishi  aircraft company . 
 
    In the UK,  Toyota has  local manufacturing plants  in  Burniston, Derbyshire and engine  factory in Deeside, North Wales.   The level of Toyota production in the UK  is increased significantly that   has made export trade  boost, with most overseas  uk output  being shipped to  Europe  especially  for Toyota corolla and engines for Toyota corolla. For the headquarters in UK , Its at Great Burgh, a modern  purpose-built  building  near Epsom.
 Toyota Organizational  culture. 

    This  part of the report  analyses  the internal and external  opportunites  and the threats   and Toyota’s current  strategic position. One of the  Toyota  key strengths  is ,its service reputation in customer  loyalty, reliability  which has  ended up with a strong  resale  value  rising to Toyota’s competitive advantage  in global market sales (swot analysis,2026).
    Another  major strength is Toyota’s  excellence in manufacturing excellent cars which is driven its Toyota production system that, carefully  and expertly  minimises waste and  emphases efficiency  and continuous production (kaizen) thereby allowing  Toyota’s cars to maintain high production at a cost-efficient  rate  across the global operations ( swot analysis, 2025).
    Another strength is Toyota’s large scale global operations, the company produces  11 million vehicles a year, which gives a high bargain power  with the car market.
  Another  Toyota’s main strengths, is its heavy investment in technology like  collaboration with artificial intelligence , autonomous driving  and vehicle ecosystems. also, software  defined  cars mobility car sharing  and other transport systems.
     Despite all Toyota’s success, they have threats and these include high competition especially from other electric car producers for instance, tesla, mitsubishi, BMWs etc. environmental regulation is yet another threat to Toyota, although there is is demand for this cleaner car, the fees for compliance and pressure manufacturing systems  and innovation is rapidly changing.
      
      In this report a lot will be investigated   and analysed  along the lines of its organisation culture  identification of its strengths , weakness organisation, legal as well as technological and otherwise.
  
      The Toyota motor corporation’s organization culture defines  the responses of employees  to business challenges . as  a global leader in the automobile  market , Toyota uses its work culture  to  increase  human resource  capabilities in innovation . 

Toyota  and its relevant   cultural  theories  and models. 

       There are some different definitions of organizational culture. Schein (2004,17) states that organizational culture is a structure of common assumption that are circulated among all members of the group to sort both internal and external problems of organization   and to share their knowledge with new members. organizational culture is mainly connected to the system of “shared meaning “(robins 1990).  Any new members of a department or organization usually faces its different cultural elements such as beliefs, rituals, myths and practises; accordingly, all these elements support the members of an organization easily understand each other at work and know how they behave (Robbins 1990)   Figure showing how culture evolves inside the organization 

Fig.1 shows how culture changes inside an organization…







 
  
Toyota’s  organizational culture is defined by the Toyota way principles, a management  philosophy  that emphasises long-term  thinking  and the integration of social  and technical  systems. First started in 2001 and then updated in 2020 the company has some guiding primary pillars according to its founders. They are two: continuous improvement (Kaizen) and respect for people.
In 2020, Toyota updated these two frameworks (Toyota way 2020 to reflect its change from vehicle   production “mobility company “which more focuses on innovation and agility.
First of all, the two principles of Toyota way, the culture is designed to Forster a “a learning organization “where problems are viewed as opportunities as opportunities.
   There are 2 two pillars  at Toyota. There is one called the continuous improvement (kaizen) which includes pursuit of better solutions, elimination of waste and the standardisation of tasks so as to provide an improvement foundation and hence encourage a stop and fix problems by ensuring that issues of quality are fulfilled at the start.
Another pillar is the, respect for people: Toyota   values its employees as its most important assets. this  is shown  through its employment  security , active  participation  in job improvement , and the cultivation of mutual trust between management  and staff.
   The cultural characteristics at Toyota include: the long-term philosophy, where the decisions are driven by long term goals even though they conflict with short term financial objectives. Another key element is the team work and individual creativity whereby the culture balances individual creativity to drive innovation.  with the collective  value  of teamwork and can .
     Leadership development is yet another key characteristic at Toyota. This focuses  on developing leaders  from within  who live  the philosophy and one  can teach  it to others. Another  key element  of culture at Toyota  is the  shared values. The culture is united by values like integrity, curiosity and ownership.
       In summary, Toyota  promotes empowerment , its structure  has historically been described as a rigid  hierarchy  with a centralized  powerbase  in Japan . however , it also utilizes   a matrix organisational  structure  that combines  functional hierarchies  with regional division. Toyota’s organizational key features include: term work, continuous improvement through learning, quality and secrecy.



 The stages of cultural formation ( source : Boddy 2008,86).


       Toyota culture  and  its adaptation to the external environment.
     Toyota  leverages its organisation structure  first is through  Toyota way and  cultural mechanisms  for adaptations. By transforming  external environmental   issues  merging them to opportunities  so as to    help their technological  new innovations via kaizen  and long term thinking ways  so as to maintain global market stability though the market is not stable.
 Another  reason , the long-term  philosophy  which emphasis  small period gains like priorities  which include  sustainability and society contribution  over a quarterly profits  such as “ north star”.
 The  mechanism of using challenge mindset, whereby employees  encouraging to  move beyond  their  usual comfort zone so as to meet external threats at Toyota. Also, Toyota sees 
disruptions such as Covid -19  or semi-conductor problems as a self reflection  mindset  to solve  ( Toyota  motor corporation, 2020).
    There is also, adaptation by value, where  instead  of reducing staff  during financial  or market crisis. Toyota would  retrain their staff   with  other skills thereby ensuring  the company is stronger  when situation normalises  ( Hino, 2006).
 There  is also,  the use of education through  jidoka which implies  using human  touch thus ensuring high quality output.
   Global competition  through shared  team working groups  and shared problem solving   leading to success.
     There are generally  two models that characterise Toyota culture. First of all, is the internal training documents called “the Toyota way 2001”, which was published for the workers to introduce the main ideas and values of the company management style (Hose us and liker 2008). The model is shown looking  like a house  depicting , where the culture  of Toyota stands on   two pillars namely: continuous  improvement and respect for people. And continuous improvement has three   subcategories which are at the bottom of the house( Hoseus and Liker 2008).
· Challenge: the long-term thinking, various encountering problems and risks, making new ideas and making and looking for solutions.
· Kaizen: the permanent evolution thereby making innovations, continuous new ideas and improvements of all aspects in Toyota manufacturing.
· Genichi gambits: seeking for ways and ideas to make right decisions, agreements and doing the best to achieve Toyota ‘s organisation purposes.

















The fig.2 showing the  Toyota  way.
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The figure2: the Toyota way 2001( source: Hoseus and Liker 2008, 40).

The second pillar is known as respect for people that stand for on the foundation where two sub categories are: 
· Respect for all people  who surround you , try to avoid  any misunderstanding s , accept  responsibilities  and form mutual trust.
· Team work: motivating personnel and improving and development, as a team. Liker (2003) suggested 4p model, which is depicted on figure as a pyramid with four levels;
· Philosophy : the foundation of the pyramid  is a long thinking philosophy that concentrates  on exceeding  the needs and expectations of the buyers.
· Process: based on the fact that Toyota investments are directed in research and development sphere, then Toyota create and produce more productive processes;
· People and partners: efficiency is made by people who operate  the company 
· , where  company’s culture  teaches people to work  in a team  for a common gain.
· Problem-solving; employees always looking to solve different problems which implies constant self-learning and improvement.
 
	





figure: 3  model of the Toyota way ( source: Liker 2003,13).







 Toyota ‘s organizational culture, is deeply enshrined  in its principles  for instance  the continuous improvement  and respect for people,  this two have  generally helped to shape  Toyota company structure and decision -making  processes. This culture   emphasizes  the empowering  of workers, fostering  the collaboration  and grounding  decisions in real world observations  that leads to a decentralized  and more responsive organization design.
The  Toyota way and its usefulness,  the role of Toyota core principles  enshrined  in this guide  known as ‘Toyota way’,  which is a set of principles  that help to guide  its operations . this guide encourages each and every Invidia employee, regardless of level, to try and seek ways to enhance processes and Forster an environment of constant learning and refinement. the respect for people  closest to the work  rather  than being solely  top-down  directives.
Historically, Toyota culture is faced by a strong sense of hierarchy and a degree of secrecy, which decisions sometimes originating from its headquarters based in Japan. In order for Toyota motors to    improve and address global   b challenges and business innovation and the company has moved towards decentralizing. this move has increased the decision-making authority of regional and business unit heads which has helped to move quicker with decisions and Reponses to local market conditions and issues. this Toyota structure complements the core values by allowing   they are to an agile operations and problem -solving.


Schein cultural theory and  Toyota 
 
	
1. Identifying culture through Schein’s three levels. Edgar Henry Schein (march 5th ,1928 was a Swiss born American business theorist and psychist who came up with this theory of organisation culture model and he indicated that, they are three steps that need to be followed to bring about change, also, that they are direct and indirect mechanism with an organisation. Indirect mechanisms do not influence the organisation while they determinant his includes mission statement and vision of a company, formal guidelines, corporate identity, rituals and design.

                                                            







The three layers are:
· Artefacts’ visible, tangible elements that is how the office looks, the language and jargon, rituals and stories, symbols and observable behaviours.
· Espoused values: the stated strategies ,goals , mission  and values-the “what we say we believe”
· Basic underlying assumptions: the unconscious, taken -for -granted beliefs  that truly drive behaviour . like about truth, time, risk, people, performance.
Schein’ model is the most effective way to see Toyota’s culture  by moving  from surface  observations  to  deep  seated beliefs. Artifacts you can identify Toyota’s  culture  through the Andon cord and visual strategy hubs .  these physical artifacts  signal a culture of transparency  and immediate problem-solving. 
Espoused values( the stated) Toyota  identifies  its culture  through “the Toyota way 2001”, which promotes kaizen and Genchi Genbutsu.
Basic underlying assumptions.
In reality,  researchers  use Schein’ three levels of culture  to explain  how  Toyota’s  visible  processes  that are driven by deep -seated beliefs.
 Hofstede’s cultural dimension theory is yet another point. It’s a framework  which is about cross-cultural  oriental communication  developed by Geert Hofstede which analyses how national culture influences  values and workplace behaviour. It  goes on to identify  six  important  dimensions which include: power distance, individualism ,masculinity ,uncertainty avoidance, long-term orientation  and indulgence.-used to compare cultural  nuisances and guide  international management.

Figure.4
                         
  Source.https://geerhofstede.com/cultural-geert-gert-jan-hofsted.retrieved on 20/march/2026.
Hofstede and Hofstede (2004) define the organizational culture   as   aggregate programming of people’s minds that has an important influence on the way they react to different aspects and outcomes in work places. he continues to add that, they have done  research  on national cultural differences and created a  model  which analyses five  fundamental dimensions of culture ( Hofstede and Hofstede 2004).
These include:

· Power distance  which focuses on the  issue of equality  and inequality  in workplace. Ahigh level of this index means that people accept inequality in power and wealth, a low-level index means they don’t accept it.
· Individualism  and collectivism. This focuses on what  extent are  individuals integrated into . while individualistic people are interested in themselves or after themselves  while, collectivistic individuals  belong to cohesive  groups are mainly responsible  for looking after each other and care for each other as a group
· Masculinity  and feminist  which focuses on gender and discrimination . a high level of this index will mean male domination in society  while with low level of this index would mean ,  the society has low level gender  differentiation and discrimination  where this countries people are treated the same  in all aspects.
· Uncertainty  and avoidance . this index  focuses  on , laws control and other regulations  to reduce the uncertainty , a society tolerance  for ambiquity and uncertainty . a high level of this index  means the society  prefers accurate rules  while, low level index means society is  sociry is less anxious about uncertainty and more tolerable for different changes , options and it takes different risks.
· Time orientation . with high level of this index then, society tends to be more long-term thinking, a low level of this index means that society tends to be short-term thinking where changes may occur faster.
   On figure., Hofstede suggests  the analysis of Japanese culture  on the basis of five dimensions ( itim international 2009). So, Japanese culture is charactered by the following ways; 
· People accept inequality in power and wealth to a certain degree.
· Collectiveness society 
· Male domination
· Precise structure of standard work, strict rules-, laws, control and other regulations.
· Long term orientation.


Diagram illustrating  Hofstede  cultural model. Japan.
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   Fig.5. Hofstede ‘s analysis of Japanese  culture( source  Itim international  2009). It can be explained that, organisations in Japan tend to mix two cultures that is; collectivism which started from the rice growing culture and the” spirit of samurai” (Morgan 2006, 118) and second one is, the “service of samurai” which appeared when they were people who appeared to look after rice farmer many years ago. Hierchy in Japan 


 Toyota organization  culture and  its effective  functioning.
    Toyota ‘s organisational culture  is so important in its  success and plays a crucial role  in its global  car  production  and selling success . the use of  “ Toyota  way” acts as a great tools to stabilise  by encouraging to learn  how operations health  work so competitors  will struggle to do the same or to replicate the same ( Liker, 2021)
The idea of   the “ Andon system”  psychological safety which allows any worker to stop  the line if things are not going well .this  will ensure staff are empowered.
 The  strategy of using long term plans  will help Toyota  to survive during periods of  financial crisis or markets because it gives priority to sustainable  growth  over  short term  stock  price  increases ( Hino, 2006).
The Genichi  Gebutsu ( Go and see)  cultural philosophy at Toyota, has helped to ensure that  the products are  produced at a high standard and real  durable  products.


Evaluation  of the  impact of Toyota culture  over  the organizational performance and recommendations.

   The use of  fast tracking  on Toyota software  consensus that preserves  hardware safety  but will adopt  good decision  making  for software because software  research  suggests that, digital  transformation  require  culture that balance  between  the two with flexibility ( O’Reilly  and Tushman,2016)
    The upskilling of staff  using  data science  and ai so as to implement  “ that is making people  updated  to include Hitozukuri” and massive  internal  learning  in data science include ai because  future cars will depend on new technology and ai, they can implement  digita schools to learn new ideas in software  engineering  and software literate  role professions.
  The a3 thinking at Toyota  which encourage the use of one page reporting when an  action for work, for instance  all major decisions , the background , current situation , root cause of  plus. This affect or limits information for decision making.

























Conclusion 

The foundation of Toyota’ s principles of management is based on the three levels of culture of Schein ‘s pyramid  which  include : artefacts and behaviour, norms and values  and underlying assumptions ( Hoseus and Liker 2008). Trompenaars and Hampden-Turner (1997) characterize Japanese culture as the family culture type and Hofstede cultural model (Atim international 2009) states that Japanese culture is a collective society with male domination, strict rules and laws at work and long-term orientation, more so, Toyota culture seems to be a perfect reflection of the Japanese culture (Hose us and Liker 2008).  Toyota way is based on ( Elsey and Fujiwara 2000). The continuous improvement and learning, respect for people and mutual trust, teamwork and long-term thinking. these principles do help to the strategic development of Toyota motor corporation, which is helping in penetrating different world car markets and the producing of high-quality cars at competitive low costs (direction, 2008). most people have worked  for more thatn 10 years and enjoy what they do  and are proud of it. Finally, they are two reasons that helped and compelled the Toyota to success namely; technological innovation and qualified resources (Elsey and Fujiwara 2000).
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