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[bookmark: _Toc234292970]Executive Summary 
This report outlines a strategic transformation plan for Toyota Motor Manufacturing UK (TMUK) in response to unprecedented regulatory, technological and competitive pressures that are being experienced by the automotive industry. To meet the requirements of the Zero Emission Vehicle (ZEV) mandate, digitalisation requirements, and the growing competition from EV manufacturers, TMUK is seeking to transition from hybrid to EVs. Through analysing PESTLE and SWOT frameworks, it is seen that TMUK has a number of strengths including the Toyota Production System and a culture of continuous improvement; however, there are strategic weaknesses because of TMUK's hybrid technology path dependency. A hybrid change management model is suggested that combines the eight steps of Kotter and the individual change approach of ADKAR, with the situational leadership model. The £45m, 24-month Project Kaizen Digital is a transformation programme that will include EV battery assembly capability, the implementation of Industry 4.0 technologies and 80% of the workforce becoming digitally literate. Its implementation needs to balance TMUK's culture with the ability to adapt to a turbulent manufacturing environment in order to achieve long-term change.
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[bookmark: _Toc234292971]1.0 Introduction to the Organisation 
Toyota Motor Manufacturing UK (TMUK) is the European manufacturing company flagged by Toyota Motor Corporation, which has been operating since 1992 in Burnaston, Derbyshire (Yamamoto, Milstead and Lloyd, 2019). TMUK is the first Toyota factory built in Europe, and was carefully planned to demonstrate manufacturing excellence outside Japan, and meet the needs of European markets. The plant is manufacturing the Corolla Hybrid model and parts for the engine at the Deeside plant in North Wales, with about 2,500 employees at both plants. TMUK is embedded in an automotive manufacturing industry that is undergoing unprecedented transformation as a result of the pressures from electrification, digitalisation and regulations (Pavlínek, 2023).
[image: ]
Figure 1:TMUK organisational snapshot.
TMUK's work is aligned with Toyota's vision of sustainable mobility on a global scale. In the UK, it has been more about hybrid powertrain technology than electrification. The organisation's vision is founded on continuous improvement (Kaizen), respect for people and quality prioritisation as core principles of the way they do business (Liker and Ross, 2016). The Toyota Production System (TPS), which forms the basis of TMUK's work, focuses on the principles of lean manufacturing, just-in-time inventory management and empowering employees to solve problems through systems (de Treville, 2023).
Three factors are found in modern academic literature that form the rationale for the strategic change plan for TMUK. There is already unprecedented regulatory pressure on UK car manufacturers with the introduction of Zero Emission Vehicle (ZEV) regulations, which will mandate the complete transformation in the way that cars are produced by introducing hybrid to electric vehicle capability. The first is the intense regulatory pressure on UK car manufacturers with Zero Emission Vehicle (ZEV) regulations, which will force a fundamental change in the way that cars are produced, from hybrid to electric vehicle capability. Second, TMUK has operational excellence characteristics, but at the same time strategic vulnerabilities, as TPS is benchmarked for the industry, automotive companies are under financial pressures and need to reposition themselves towards electrification (Wang and Wells, 2021). Third, TMUK's hybrid production needs to be transformed to electric vehicle production to continue to play a role in decarbonising markets, because electric mobility is a systemic transformation that involves a change to manufacturing processes, in the configuration of the value chain, and in end-of-life vehicle management (Pavlínek, 2023).
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Figure 2:Three strategic drivers of change at TMUK.
In the process of showing that, Pichler et al. (2021) also makes it clear that organisations without the ability to identify environmental discontinuities are doomed to be irretrievably lost. As the competition from major EV manufacturers and disruptors like Elcomsoft grows, TMUK must take action. As Pavlínek, (2023) make their point, "electrification, digitalisation, and consumer shifts are threatening the survival of automotive incumbents. This report, accordingly, will respond to the call to action given to the board to create a strategic change plan for action in response to the impacts of the volatile market environment by implementing digital transformation and capability development in the form of electrification.
[bookmark: _Toc234292972]2.0 Environmental and Organisational Analysis 
[bookmark: _Toc234292973]2.1 External Environment Analysis (PESTLE)
In order to make a systematic analysis of the challenges that are facing TMUK in the macro-environment, the PESTLE framework is applied (Song, Sun and Jin, 2017). 
Political-There are immediate challenges of political factors. The reconfiguration of trade, which followed Brexit, has added border friction to the just-in-time supply chains that have previously supported the effectiveness of TPS. Lean production systems can be especially exposed to the time of customs delays, which runs against the assumptions of predictability that rely on the concept of just-in-time. Contrary to the concept of predictability that is the basis of just-in-time systems, lean production systems can be particularly exposed to customs delays.
Economic- Economic factors show conflicting pressures. Productivity has experienced a slight uptick in the sector, but pressures on raw materials and energy prices have resulted in squeezed manufacturing margins (Pichler et al., 2021). As investment focuses on the production of electric powertrains, manufacturers of components for the internal combustion engine (ICE) are under severe economic pressure. The production of TMUK is currently on a hybrid model, which is an economic middle-ground between legacy and fully electric manufacturing.
Social- The social factors show changing preferences of consumers that influence the automotive demand. Consumer acceptance of EVs is also found to be different across segments, with range anxiety and charging station issues noted despite rising environmental awareness (Sovacool, Kester and Heida, 2019). This brings in ambiguous signals for TMUK regarding demand for the production volume of hybrid and electric vehicles.
Technological- Technological factors for TMUK are opportunities and threats to its future strategies. The digitalisation and artificial intelligence are transforming the core of manufacturing paradigms (Frank, Dalenogare and Ayala, 2019). These authors illustrate how the use of a smart manufacturing system that combines cyber-physical systems and real-time data analytics allows unprecedented flexibility and quality control in the manufacturing process.
Legal- Legal factors focus on the ZEV mandate of the UK, which is a requirement for an increasing percentage of ZEVs to be sold. The legal requirement forces TMUK to change its production and puts hybrid technology to the fore.
Environmental- Environmental factors would include climate change threats to the automotive business models. Automotive transition to electric mobility is a systemic transformation, not just a technological substitution, as argued by Pavlínek, (2023).
[bookmark: _Toc234292974]2.2 Internal Environment Analysis (SWOT)
Self-analysis of TMUK using the SWOT framework identifies capability configurations which facilitate and impede strategic change. 
Strengths- TMUK has a well-established TPS system in place, and its culture of continuous improvement is deeply ingrained among staff. de Treville, (2023) report that Toyota's production system focuses on the problem-solving of employees at any level within the organisation. The principles that have enabled workers to detect and solve quality problems are ingrained in TMUK's working practices.
Weaknesses- TMUK's technology path is based on hybrid technology, and it has not yet built up a lot of experience in producing electric vehicles. Automotive incumbents are an example of which Pichler et al. (2021) writes that they are path dependent, meaning that their previous investments in particular technological capacities mean they have limited strategic flexibility. The knowledge stocks and organisational routines developed through decades of hybrid powertrain manufacturing optimisation may not be relevant for full electrification for TMUK. Lean production systems work well in stable environments, but might become fragile if confronted by the magnitude of transition to electric vehicles.
Opportunities- Opportunities arise from the potential for digital transformation and the expanding EV market. The authors of Frank, Dalenogare and Ayala (2019) show that Industry 4.0 technologies have significant potential to benefit manufacturers that need to adapt to product variety and/or need to change the production volume of the same product, as is the case in TMUK's transition from hybrid to electric vehicles. Additionally, Ghobakhloo (2020) reports that smart manufacturing systems also allow for more efficient changeover from product variants.
Threats- Strong competition from established EV manufacturers and disruptive new competitors. Pichler et al. (2021) report that automotive incumbents do not only struggle with competition from traditional automotive companies, but also from tech companies joining the automotive industry without the legacy costs of internal combustion investments.
[bookmark: _Toc234292975]2.3 Triggers for Change 
The three major triggers require TMUK to make a quick turnaround in strategy. Regulatory pressure due to the ZEV mandate creates existential risk, and ongoing production of hybrids will lead to increasing compliance costs. Pichler et al., (2021) shows that automotive manufacturers that fall short of regulatory compliance are subject to cumulative financial penalties that are greater than the investment needed to develop electric vehicle capability.
Second, the pressure of technology, resulting from digitalisation and AI, requires operational capability development. Manufacturers who do not invest in Industry 4.0 technologies will increasingly be disadvantaged in relation to their smart manufacturing competitors (Pichler et al., 2021). Historically, the competitive edge for TMUK has been its TPS excellence, but that is changing as a basis of competition, with the integration of digital proving to be a more effective strategy.
Third, there is competitive pressure from electric vehicle manufacturers, which represents a threat to TMUK's market share. Pichler et al. (2021) reports that the boundaries of the automotive industry are becoming blurred as technology companies enter the vehicle industry, and that this means that software-centric development approaches are entering the automotive industry cultures, which are fundamentally different.
[bookmark: _Toc234292976]3.0 Review and Evaluation of Change Management Models 
[bookmark: _Toc234292977]3.1 Lewin’s Three-Step Model
According to Burnes (2020), Kurt Lewin's three-stage model is the concept of unfreezing, moving and refreezing of change. Unfreezing focuses on motivation to change by showing a gap between the present state and the desired state, challenging present assumptions and behaviours. Moving involves a change of behaviour, process or arrangement within an organisation. Refreezing reinforces change by incorporating it into the culture, systems and routines of an organisation.
While Lewin's model is still valid when it comes to the dynamics of change, in the modern era, continuous environmental turbulence must be considered as a part of the process (Burnes 2020). The model's recognition of the need to disrupt existing equilibria is relevant to TMUK's context, where TPS excellence can result in complacency regarding environmental threats that need to be addressed strategically. Refreezing is an important part of the model because of the tendency for relapse into old behaviours when the getting started phase is over.
But, as Hussain et al. (2018) critically states, Lewin's model assumes stability of the organisation between the change phases, which is not true in today's dynamic and turbulent environment of continuous change. Change is not a single event with a clear endpoint for TMUK, which is being impacted by digital, regulatory and competitive challenges. Cummings, Bridgman and Brown (2016) suggest alternative models for different contexts, as they differentiate episodic change from continuous change.
The model overlooks political elements within organisations. Resistance to change is always going to occur when change happens, especially strategic change with regard to resource allocation, which will always have people who are upset because their interests are being threatened. The relatively technical nature of Lewin's framing is found to be inadequate for explaining outcomes of change in terms of power distributions. In TMUK, where production staff have influence in problem-solving systems, ignoring the political aspects will affect the effectiveness.
[bookmark: _Toc234292978]3.2 Kotter’s Eight-Step Model 
The model to be used here picks up from Lewin's model and expands it to eight steps: creating urgency, forming a powerful coalition, developing a vision and strategy, communicating the vision, empowering broad-based action, generating short-term wins, consolidating gains, and anchoring changes in culture. The model's value is in its clear focus on the role of leadership during the change process.
Kotter's focus on developing urgency is very relevant for TMUK. Successful change initiatives, according to McLaren, van der Hoorn and Fein (2023), result in a level of urgency without a slide into crisis management. The model's cultural process of creating short-term wins is especially useful for keeping momentum going on a multi-year transformation program. Small, visible successes at the start of the change process give evidence that effort pays off, maintaining employee engagement during the more challenging phases of change.
Kotters sequential model may be too prescriptive for organisations that need to change simultaneously, parallel to each other. Real change in an organisation involves overlapping, iterative processes, while the linear logic envisages that change can be sequenced cleanly. In addition, McLaren, van der Hoorn and Fein (2023) suggests that Kotter under-theorises resistance and views it only as a barrier to be overcome, not a source of information to understand challenges in implementation. For TMUK, with high behavioural predictability due to TPS's standardisation, the resistance pattern may indicate a real limit that needs to be addressed instead of being confronted.
[bookmark: _Toc234292979]3.3 ADKAR Model 
According to Prosci's ADKAR model, 5 outcomes need to be achieved before the change can happen: Awareness of the need for change, Desire to participate and support the change, Knowledge of how to change, Ability to implement the required skills and behaviours, Reinforcement to sustain change (Kaminski, 2022). This individual level of focus is very different from Lewin and Kotter's organisational level frameworks.
The key benefit of ADKAR is that it acknowledges that organisational change is the sum of individual changes. Organisations don't change; people in organisations do, as Kaminski (2022) asserts. In TMUK, TPS is linked to standardised individual role performance, a tool that helps to assess the readiness of each employee population. A tool that can help tailor interventions is needed, and where this is the case, ADKAR is a tool that can help. The sequential logic of the model is face valid and practically useful for training needs analysis.
To Hughes (2016), however, ADKAR “individualises what are really systemic issues” and can mask the organisational level barriers to change. However, strategic investments, capital reallocation, supply chain restructuring and production system redesign are needed to overcome the challenges facing TMUK, such as digital transformation, development of electric vehicles and regulatory compliance. Additionally, Cummings, Bridgman and Brown (2016)  point out that continuous change does not have distinct readiness and implementation phases.
[bookmark: _Toc234292980]3.4 Proposed Hybrid Model for TMUK
Based on this critical evaluation, this report suggests a hybrid change management model that combines the structural approach of Kotter (McLaren, van der Hoorn and Fein, 2023) with the individual change transition approach of ADKAR (Kaminski, 2022). The change initiative is organised on the level of the eight steps of Kotter's model, with governance structures, sequencing discipline and accountability mechanisms. This gives a degree of strategic coherence across the multi-year transformation and helps to prevent fragmentation when individual business units engage in uncoordinated projects.
The change initiative at the individual level leverages ADKAR's five outcomes by ensuring that each employee's population has the awareness, desire, knowledge, ability and reinforcement to meet the requirements of their new role. The dual-level approach overcomes McLaren, van der Hoorn and Fein’s (2023) criticism of ADKAR that it separates systemic issues from individual issues and mitigates the limitation of Lewin.
This blended model serves three particular TMUK needs. Organisational-level structure is the first aspect of strategic coherence with the hybrid-to-electric transition. Secondly, individual focus matches the TPS culture of standardised work and defined role expectations and ADKAR offers a methodology to move from the current to future role states. Third, the hybrid model allows for continuous improvement within the framework of episodic structure, in line with Cummings, Bridgman and Brown (2016), who identified the need to balance the episodic with the continuous within an effective change management model.
[bookmark: _Toc234292981]4.0 Leadership and Organisational Culture in Change 
[bookmark: _Toc234292982]4.1 Leadership Styles and Change Effectiveness 
Leadership is by far the most critical factor that makes change initiatives a success or a failure. According to Peng et al. (2021), transformational leadership is made up of four components: Idealized Influence, Inspirational Motivation, Intellectual Stimulation, and Individual Consideration. Transformational leaders create a sense of extraordinary commitment from followers by making sure that the values of the organisation and the identity of the followers are aligned with the change.
The advantages of transformational leadership for TMUK are compelling for the strategic change that needs to be implemented. Peng et al. (2021) identified that transformational leadership behaviours had a stronger predictive relationship with change success than transactional styles in a variety of organizational contexts. Adopting a new manufacturing paradigm that moves from hybrid production to electric vehicles and digital production demands more than just compliance on the part of employees; it demands employee engagement and discretionary effort.
One drawback of transformational leadership is that it relies on the charisma of the leader, which may not be transferable to the various locations and levels within TMUK. Moreover, the research on transformational leadership has been largely directed toward the top, with less research addressing how middle managers engage in transformational actions within limited organizational environments (Thompson and Glasø, 2018).
Transactional leadership, on the other hand, is based on contingent reinforcement, which involves giving positive reinforcement for meeting expectations and punishing behavior that is different than expected (Thompson and Glasø, 2018). This is congruent to the existing TMUK TPS approach that focuses on standardised work and accountability. Transactional leadership typically maintains rather than transforms existing systems, limiting its effectiveness for strategic change.
Situational leadership suggests that a good leader should be flexible when needed, depending on their followers' competence and commitment levels (Thompson and Glasø, 2018). Situational leadership's prescription of matching is useful for a variety of employee groups facing complex change. High competence, low commitment employees need different approaches than enthusiastic, but inexperienced new employees.
Situational leadership is recommended as the main framework for TMUK, with the addition of transformational factors for vision and transactional factors for accountability of operations. This holistic perspective acknowledges the dynamic nature of change leadership as a practice that must be adapted based on context and across hierarchy levels and implementation phases.
[bookmark: _Toc234292983]4.2 Organisational Culture Analysis 
Armed with analytical rigour, Obeng et al. (2025) three-level culture model, namely artefacts, espoused values, and basic underlying assumptions, is used to gain deeper insight into the TMUK culture. At the artefacts level, TMUK has standardised work charts, a visual management board, and daily team stand-up meetings. The Floor Management Development System outlines expectations for roles in a hierarchy.
At the espoused values level, TMUK emphasises continuous improvement (Kaizen), respect for people, and quality prioritisation. When viewed as a way of continuing the tradition, these values have the potential to fuel strategic change (Obeng et al., 2025). If values are read as a sign for incremental change, rather than radical change, however, there are limits to change.
TMUK's most fundamental cultural belief is that of production stability and predictability. This taken-for-granted assumption enabled TPS excellence but may prove a barrier to change, requiring experimentation and uncertainty tolerance. The Hofstede's dimensions that could be relevant to TMUK indicate moderate uncertainty avoidance, moderate-to-high long-term orientation, and collective orientation that aligns with Japanese-owned enterprise. These traits indicate receptivity to deliberate change and the desire for systematic change that is well communicated.
The impact of organisational culture on change management at TMUK is ambivalent. The supportive cultural elements are the continuous improvement philosophy that normalises incremental changes, and employee problem-solving engagement, which offers avenues for feedback on how to change. Restraints on cultural components are a preference for standardised work, potentially limiting digital experimentation, hybrid technology path dependency, and stability assumptions versus transformation needs (Pichler et al., 2021). Effective change leadership, therefore, must operate within and through current culture and critique assumptions that block needed change.
[bookmark: _Toc234292984]5.0 Proposed Strategic Change Management Plan 
[bookmark: _Toc234292985]5.1 Change Vision and Objectives 
The proposed change initiative “Project Kaizen Digital” sets the capability for the manufacture of electric vehicle components and for Industry 4.0 operations by TMUK within 24 months. The vision statement consists of "To become a digitally integrated, electric vehicle capable manufacturing facility with the maintenance and expansion of Toyota Production System excellence.
Strategic objectives are:
1. Establish EV battery assembly capability at the Burnaston facility by month 18
2. Achieve 80% workforce digital literacy certification by month 24
3. Implement Industry 4.0 technologies on two production lines by month 20
4. Reduce production changeover time between variants by 40% through digital systems by month 24
5. Achieve ZEV mandate compliance for UK-market vehicles by month 22
[bookmark: _Toc234292986]5.2 Stakeholder Analysis 
Stakeholder identification follows Wood et al., (2021) framework based on power, legitimacy, and urgency.
	Stakeholder Group
	Power
	Interest
	Engagement Strategy

	TMUK Executive Board
	High
	High
	Direct governance, monthly reviews

	Toyota Motor Corporation Japan
	High
	High
	Quarterly progress reporting

	Production employees
	Medium
	High
	Daily stand-up engagement, Andon-style feedback

	Trade unions
	Medium
	Medium
	Fortnightly consultation

	UK government (DVSA)
	High
	Medium
	Regulatory compliance reporting

	Suppliers
	Low
	High
	Weekly coordination meetings

	Local community
	Low
	Low
	Six-monthly updates


Table 1: Stakeholder Analysis.
[bookmark: _Toc234292987]5.3 Implementation Framework
Implementation goes through four stages in accordance with Kotter's framework (Appelbaum et al., 2017) and the outcomes of ADKAR (Kaminski, 2022).
Phase 1 (Months 1-3): Urgency and Coalition- Set up the Change Management Office, carry out a Digital Maturity Assessment, and kick off the awareness campaign about the impact of the ZEV mandate. ADKAR focus: Awareness.
Phase 2 (Months 4-9): Vision and Empowerment- Start piloting industry 4.0 technologies on one production line; start ADKAR-based training with Desire modules; setup cross functional implementation teams. The Desire and Knowledge are the focus of ADKAR.
Phase 3: (Months 10-20) Action and Short-term Wins- Expand the successful pilot projects to more lines, finish the EV battery assembly plant construction, and create tangible wins such as the first battery pack assembly. ADKAR focus: Ability.
Phase 4 (Months 21-24): Consolidation and Anchoring- full ZEV compliance, change management office for transition to business-as-usual digital governance, embedding of new standardised work documentation. ADKAR focus: Reinforcement.
[bookmark: _Toc234292988]5.4 Communication Plan 
Communication follows principles of transparency, frequency, and two-way dialogue (Peng et al., 2021).
	Audience
	Channel
	Frequency
	Messenger

	All employees
	Weekly digital newsletter
	Weekly
	Change Manager

	Production teams
	Daily stand-up briefings
	Daily
	Team Leaders

	Middle managers
	Monthly town halls
	Monthly
	Plant Director

	Executives
	Dashboard and report
	Weekly
	PMO

	External stakeholders
	Quarterly briefings
	Quarterly
	Communications Director


Table 2: Communication Plan.
[bookmark: _Toc234292989]5.5 Financial and Resource Plan 
	Cost Category
	Year 1 (£m)
	Year 2 (£m)
	Total (£m)

	EV battery assembly facility
	12.5
	8.5
	21.0

	Industry 4.0 technology
	6.0
	4.0
	10.0

	Training and development
	2.5
	1.5
	4.0

	Change management resource
	1.8
	1.2
	3.0

	Communication and engagement
	0.5
	0.5
	1.0

	Contingency (15%)
	3.5
	2.5
	6.0

	Total
	26.8
	18.2
	45.0


Table 3: Financial and Resource Plan.
Funding sources: Reallocation from legacy platform investment (£25m), Toyota Motor Corporation capital allocation (£15m), UK Automotive Transformation Fund (£5m). ROI calculation: ZEV mandate compliance avoids estimated £120m cumulative fines over five years. EV component sales generate projected £45m annual revenue by year three. Payback period: 3.2 years.
[bookmark: _Toc234292990]5.6 Risk Assessment and Mitigation 
	Risk
	Probability
	Impact
	Mitigation

	Workforce resistance to digital change
	Medium
	High
	Early engagement, peer champions, ADKAR-based support (Kaminski, 2022)

	Technology implementation delays
	Medium
	Medium
	Phased rollout, vendor contingency contracts

	Skills shortage in EV battery technology
	High
	High
	Partnership with technical colleges, recruitment campaign

	Budget overrun
	Low
	Medium
	15% contingency, monthly financial review

	ZEV mandate policy change
	Low
	High
	Scenario planning, government liaison


Table 4:Risk Assessment and Mitigation.
[bookmark: _Toc234292991]5.7 Evaluation and KPIs 
Evaluation is based on Alsalamah and Callinan (2022) 4-level model of evaluation as applied to change initiatives.
Level 1: Reaction- Employee change readiness survey monthly (target: 75% favourable)
Level 2: Learning- Digital literacy certification completion (Target: 80 % by month 24)
Level 3: Behavior- Use of tools of Industry 4.0 measured by system's usage analytics (Target: 90% active users)
Level 4: Results- Production efficiency (target: 15% improvement), Changeover time (target: 40% reduction), ZEV compliance (target: 100% by month 22)
Additional KPIs: Employee turnover during change (target: <8%), unplanned production stoppages (target: <2% of total time), training completion rate (target: 95%).
[bookmark: _Toc234292992]6.0 Discussion and Critical Reflection 
The strategic change plan proposed for TMUK tackles the critical need to transform the industry into digital and electric vehicles and leverages the strengths of the Toyota Production System (TPS). Strengths include the hybrid Kotter-ADKAR approach as a single model, this approach has its limitations. The phased implementation will maintain TMUK's culture of continuous improvement, by testing the technologies before scaling, thereby minimizing disruption, while daily communication will be aligned to TMUK team-based structures. However, limitations persist. The plan is based on the premise of a consistent regulatory landscape, and the 24-month skills development timeline might be optimistic as there is a longer lead time for developing EV battery knowledge. Ethical issues in workforce transition must involve fair treatment for employees who are unable or unwilling to acquire digital literacy, active efforts to bridge the digital literacy divide agewise and be aware of the union involvement in the process of job displacement. People need to keep technology refreshed for more than 24 months, as digital manufacturing capabilities rapidly lose value, and the challenges of EV batteries including raw material sourcing and recycling need to be tackled strategically by TMUK's parent organisation. The episodic-continuous change difference also comes to mind when reflecting on module learning: TMUK cannot embark on a 24-month change project that is digital in nature, but rather needs to build adaptive capacity continuously (Cummings, Bridgman and Brown, 2016). The hybrid model is not about finishing the eight steps outlined in the Kotter model, but rather about embedding the attitude and mindset that it temporarily allows in the organization, so that they can be sustained in the long run in a turbulent manufacturing landscape.
[bookmark: _Toc234292993]7.0 Conclusion 
This strategic change plan is a response to the board's call for solutions to cope with market volatility at Toyota Motor Manufacturing UK. The external environment suggests a transformation for TMUK is forced by regulatory, technological and competitive pressures, and it requires a strong leader. Key findings include that TMUK's hybrid approach has a path-dependency effect on strategic flexibility to achieve full electrification, and compliance dates for the ZEV mandate cannot be satisfied with a hybrid strategy. But there is a basis for change, in fact, available in Toyota Production System and the continuous improvement culture, which has been in place and will be useful if used wisely. Situational approaches to leadership, which take into account the different employees' readiness level, are needed and change management needs to combine organizational-structural frameworks with individual-transition models. Approved “Project Kaizen Digital” with £45 million funding over 24 months with emphasis on EV battery assembly capability. Second, within 30 days, set up a cross-functional change coalition directly reporting to the board on a monthly basis. Thirdly, conduct prompt workforce digital literacy tests and awareness building campaigns with focus on ADKAR's first two outcomes; before implementation. Fourth, develop technical college collaborations with EV battery skills pipeline to address talent gaps. Fifth, create a digital governance framework beyond the 24-month requirement, acknowledging digital transformation requires continuous adaptation. Full electrification is the biggest manufacturing revolution in years. TMUK's strong culture of excellence and continuous improvement is a unique strength on this journey. What the board does in the coming months will make or break TMUK as a leader in a new generation of automotive manufacturing.
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