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[bookmark: _n9vvsj60fyf3][bookmark: _Toc213513080]1.0 Introduction
Tesla, Inc. is a major American company known to manufacture electric cars, but it also works in clean energy. Besides cars, Tesla manufactures solar panels and battery systems for storing energy. Founded as a small startup, the company has grown into a large, global one trying hard to help accelerate the world toward clean, sustainable energy and challenging the traditional car industry in the process (Tesla, Inc., 2023).
This report addresses the concerns of the Board of Directors through preparing a comprehensive strategic change plan. The report, in continuation of designation as a newly appointed Change Manager, will initiate with analyzing both internal and external challenges that are being faced by Tesla. Various models for managing change will then be reviewed, while clearly stating a plan to take the firm through this difficult period. In the process, this report will ultimately provide a realistic change management plan by incorporating strategic financial, communication, and evaluation strategies.
The main reason for this report is how fast the business world is changing. Tesla's board is worried about the company's future because it is under pressure from many sides. Outside the company, the electric car market once led mostly by Tesla now has a number of strong rivals. Big car companies such as Ford and Volkswagen are all launching their own electric cars. This has started a price war and cut Tesla's sales. 
According to Burnes (2017), if an organization wants to survive, it has to adapt to its environment. It is viewed that high growth of Tesla has caused some internal processes to be cumbersome and expensive. To compete, Tesla needs to change how it does things: more agile, with lower production costs and faster innovation than these new competitors. This is the perfect storm of external competition and internal operational challenges that this change plan will address.

[bookmark: _1zv7i2x8no9a][bookmark: _Toc213513081]2.0 Analysis of the Organisation and its Environment
This section examines the current status of Tesla through its internal strengths and weaknesses, along with the opportunities and threats facing the company from the outside world. This will enable us to comprehend exactly why the change is required.
[bookmark: _6jxrex6dobw4]2.1 Internal Analysis: The 7-S Model
To understand Tesla's internal health, we use the McKinsey 7-S Model. This model is like a doctor's check-up but for the company. It looks at seven parts inside of it that need to be healthy and all work together in order for the company to be successful (Peters and Waterman, 1982).
Let's look at each of these seven parts for Tesla:
1. Strategy: That is the game plan of this company. Tesla's winning strategy was to be the leader in electric cars with advanced and superior technology. That was an excellent plan that made them the first and best for quite some time, but the problem is now that other large car companies are copying the idea. They, too, are making good electric cars; hence, Tesla's distinctive strategy is not that distinctive anymore. They need a new or improved plan in order to stay ahead.
2. Structure: This is about who makes decisions. Tesla has a highly centralized structure, meaning most important decisions are made by the top leader, Elon Musk, or a very small group of people. On the good side, decisions can be made very fast without waiting for numerous meetings. On the bad side, this may create a bottleneck because if the leader is too busy, decisions get stuck. It also means the company relies too much on one person, which is risky (Kotter, 2012).
3. Systems: How Tesla manufactures cars and sells them directly to customers without using conventional car dealers. Brilliant, but highly unusual, on both counts. Still, there is one Achilles' heel: sometimes Tesla's factory systems can't keep up when a lot of people want to buy cars. When the company scrambles to keep up with demand, small mistakes or quality issues in the cars can result. 
4. Skills: This is all about what the employees are good at. Tesla's engineers are very competent when it comes to battery technology and software; that's why their cars are quite smart. This is a huge strength. Still, the company is growing very fast all over the world. A weakness is that they may not have enough skilled managers with experience to handle this huge global expansion effectively. It is like having great players, yet not enough good coaches for all the new teams.
5. Staff: This is about the employees themselves. Generally, Tesla's employees are very passionate, innovative, and believe in its mission. They are a significant strength. However, its fast-paced and often intense work environment has yielded reported high levels of stress and burnout within the workforce. When the workforce is overworked and stressed, morale drops, and then employees may choose to leave the company. 
6. Style: Tesla is managed and what the workplace atmosphere feels like. Tesla's leadership is very intensive, ambitious, and largely top-down, coming from leaders such as Elon Musk. While the "always push harder" approach surely helps Tesla to innovate and do things that others haven't done.
7. Shared Values: That is what Tesla really is all about; that's its reason for being. Fundamentally, the firm has ingrained beliefs in a clean, sustainable-powered future. It's something that unites people at work and attracts incredibly loyal customers. 
[bookmark: _qpehot23upbi]2.2 External Analysis: PESTEL Framework
· Political: Most of the governments incentivize EV adoption through tax credits and subsidies, such as the US Inflation Reduction Act. That's helpful, but those policies tend to shift with elections, creating uncertainty.
· Economic: Higher interest rates make it more expensive to buy cars with loans. A weakening economy may also make customers reconsider spending money on a new car.
· Social: The issue of climate change is gaining more and more attention from the public. More and more people would like to buy electric cars to save the environment, which is a great opportunity for Tesla.
· Technological: This is an area that is changing very fast and presents an opportunity and a threat at the same time. The utilisation of AI in self-driving software is considered to be one of Tesla's strong points. Other technology giants have also launched their versions in cars, such as Google, thus creating new competition. There are new, cheaper types of batteries being developed; if Tesla does not manage to keep up, it will lose its principal technological advantage.
· Environmental: Global focus on reduction of carbon emissions is the reason for the existence of Tesla. This is, in fact, the biggest opportunity for the company.
· Legal With Tesla gathering so much information, there are increasing laws on data privacy. It also faces legal challenges regarding the safety of its Autopilot software.
[bookmark: _zg3gpl5clyy1]2.3 Synthesis: SWOT Analysis
	Strengths (Internal)
	Weaknesses (Internal)

	- Strong brand and loyal customers.
	- High production costs and occasional quality issues.

	- Leading battery and software technology.
	- Over-reliance on CEO.

	- Extensive network of Superchargers.
	- Stressed internal systems from rapid growth.



	Opportunities (External)
	Threats (External)

	- Growing global demand for EVs.
	- Intense competition from new EV makers and traditional car companies (e.g., Ford, BYD).

	- Supportive government policies for clean energy.
	- Economic pressures (inflation, high interest rates).

	- Advancements in AI and autonomous driving.
	- Rapid technological change and disruption.

	- Direct-to-consumer online sales model is well-established.
	- Changing political and trade rules.


[bookmark: _5sabljbi910]2.4 Conclusion: Primary Triggers for Change
The most acute trigger is the extreme competitive threat. Tesla no longer has a monopoly on a great electric car. Huge car companies with huge factories and new, agile EV startups are fighting for the same customers. This already started to push down Tesla's sales growth and is taking a toll on its prices and profits.
A second powerful trigger is the necessity of remedying internal weaknesses to survive the competition. For Tesla to win the price war and retain its customers, it has to lower urgently its production costs, enhance quality control, and make its operations more efficient and less stressful on its staff.
In the final analysis, Tesla needs to change not just to grow, but to protect its lead in an increasingly crowded and competitive market.
[bookmark: _dgby4evfae9o][bookmark: _Toc213513082]3.0 Evaluation of Change Management Models and Leadership
This section looks at the different theories for managing change and leading people; selecting the best model for Tesla, choosing the right leadership style, and seeing how the culture can help or block the change.
[bookmark: _nltazz5j3nz7]3.1 Theoretical Evaluation of Change Models
No single change model works for every situation. Each has strengths and weaknesses (Cameron and Green, 2019).
[bookmark: _lwth2f97dsc4][bookmark: _Toc213513083]1. Kotter's 8-Step Model
Think of this model as a sort of step-by-step recipe for implementing a large change within an organization. This lists eight clear steps that one should take in order, from helping people see why a change is needed today, right through to turning the new way of doing things into a normal, everyday habit (Kotter, 2012).
· Strengths:
· It's very practical and simple to use, like a clear instruction manual from which you always know what to do next. It is also very people-centered because it realizes you cannot force change on people. You need to help them want it. This approach holds that talking openly with everyone, building a strong guiding team that leads the change, and celebration of small wins keep people motivated and interested.
· Weaknesses:
· This may be perceived as being too rigid because the steps have to be performed in a set order and could be viewed as moving too slowly. For a fast-paced company such as Tesla, that can be frustrating if quick action is called for. It's also very top-down in that most of the reliance for change is placed on the leadership at the top. For this reason, there might not be room or time for ideas from regular employees, so some really worthy suggestions may be overlooked.
[bookmark: _bgxlyadflstz][bookmark: _Toc213513084]2. Lewin's Change Model
This is one of the oldest and simplest change models. In this model, the process of change is compared to reshaping a block of ice. First of all, you "unfreeze" it, which means getting people ready for change and breaking away from old habits. Then you reshape the ice, at this time the real changing begins. Finally, you "refreeze" it to lock in the new shape, and the change becomes permanent and normal (Burnes, 2017).
· Strengths:
· It's very simple and easy to remember, just three clear steps that anyone can understand. It works best for small, straightforward changes that don't turn the whole company upside down.
· Weaknesses:
· The most prominent problem is the "Refreeze" step: in this modern fast-changing business world, change never really finishes; the markets, technologies, and rivals keep on changing. Therefore, there is no such thing as a "permanent" new way. Trying to "refreeze" is just trying to freeze an ice cube in a flowing river; it's almost impossible and will not be of any practical use. This model also lacks particulars for big companies like Tesla, which need profound and complex change. It only says what to do: unfreeze, change, refreeze, but doesn't explain how to actually do it.
[bookmark: _hbs1jagoauv8][bookmark: _Toc213513085]3. ADKAR Model
This model doesn’t look at the big plan of the company in terms of change but focuses on the perspective of a single employee. It explains five clear steps a person needs to go through in order to change successfully: first, people need to be aware of why they need to change; then they need to want to take part; next, people need to understand how to change; after that, they must be able to do it; and finally, people need ongoing support in order to maintain it (Hiatt, 2006).
· Strengths:
· It's good at addressing the concerns and feelings of people so that nobody feels excluded or left behind by the change. It's also a very useful tool for the managers because it shows them exactly how to take care of their team members, person by person, during their transition to their new way of working.
· Weaknesses:
· While ADKAR does a great job of helping people get accustomed to change, it does not provide a comprehensive plan for the entire corporation-it does not state which steps should be taken, nor when, or for what cost. Due to this fact, it works best as a helper tool inside a bigger plan-like Kotter's-rather than being the main strategy on its own.
[bookmark: _6jf177g4mlr4]3.2 Application to Tesla: A Hybrid Model
What will work for Tesla is combining the respective strengths of both Kotter's model and the ADKAR model. We are basing the majority of our framework on Kotter's 8-Step Model because it gives us the strong, company-wide plan we will need. Its steps, such as "Create a Sense of Urgency" and "Form a Powerful Guiding Coalition," are ideal to cope with the big competitive threats facing Tesla.
This way, while communicating the vision and empowering the employees, we will make sure to take care of each and every individual in the process, building their desire and ability to change.
This hybrid approach is the best fit because it gives Tesla a clear strategic plan, which comes from Kotter, but at the same time focuses deeply on people, which is from ADKAR, and the most important for success.
[bookmark: _4vq5z3br299a]3.3 The Role of Leadership and Proposed Style
The role of the leader is the most critical in achieving change. They have to direct the people, align, motivate, and inspire them.
The transformational style of leadership will be most appropriate to execute this change. Transformational leaders inspire their teams to achieve extraordinary outcomes by painting an compelling vision of the future (Bass and Riggio, 2006).
This style is a perfect fit for Tesla for two reasons:
1. Link to Culture: Tesla's culture is already based on a huge, inspiring mission: "accelerate the world's transition to sustainable energy". A transformational leader can show how the new change plan (such as being more efficient in order to beat the competition) can relate directly back to that powerful mission and make employees feel they are part of something important.
2. Link to the Change Model: According to Kotter's model, the "Guiding Coalition" and the "Vision" are necessary elements that can energize everyone. A transformational leader does this quite instinctively by bringing people together and energizing people to follow the new plan.
[bookmark: _4rhmmm6s6c7t]3.4 Impact of Organisational Culture
Using Johnson's Cultural Web, we can see the hidden rules and habits composing Tesla's culture.
The Paradigm (Core Belief): "We are innovators saving the planet." This is a huge enabler. It means that already, employees are motivated to support changes that keep Tesla leading the market.
Routines & Rituals: Fast-paced work and a "get it done" attitude can be an enabler for speed but can be a barrier for careful planning and quality control if not managed.
Stories & Myths: Stories of Elon Musk's hard work. This fosters a high-effort culture that can serve to facilitate change.
Power Structure: The power is concentrated in the person of the CEO. It is a major enabler if the CEO wholly supports the change, because decisions can then be very fast. But it's a barrier if middle managers are not enabled to act.
In sum, Tesla's culture is a potent force that can be harnessed to enable this change. The powerful and shared mission means that employees are likely to support such a plan since it ensures Tesla's survival and success. The job of the leader is to clearly link this change back to that mission..
[bookmark: _rvmeyrzec8eh][bookmark: _Toc213513086]4.0 The Proposed Change Management Plan
This section describes the strategic plan that will help Tesla through the change process. It incorporates the Kotter-ADKAR hybrid model, which provides clear steps of implementation, communication, and evaluation.
[bookmark: _4eft9r3oc2ed]4.1 Vision & Objectives
Vision Statement: To secure Tesla's position as the most efficient and most innovative electric vehicle manufacturer in the world, achieved through lasting profitability, market leadership, and the building of top-quality cars at competitive costs.
To achieve this vision, the following SMART Objectives have been developed for the next 18 months:
Cost Reduction: Reduce production cost per vehicle by 10% within 18 months in order to improve profitability amidst price competition.
Quality Improvement: Increase initial vehicle quality scores, as measured by fewer defects per 100 cars, by 15% within 12 months.
Operational Efficiency: Reduce the average time from order to delivery by 20% in 12 months by streamlining internal processes.
Employee Engagement: 90% of employees will complete the new efficiency and quality training to improve internal engagement survey scores by 10 points.
[bookmark: _l6miz5uv6od8]4.2 The Change Plan: A Kotter-ADKAR Hybrid Framework
Our action plan follows Kotter’s 8 steps, enhanced with ADKAR’s focus on the individual (Kotter, 2012; Hiatt, 2006).
Phase 1: Creating the Climate for Change (Months 1-3)
· Step 1: Create a Sense of Urgency. The CEO and leadership will host company-wide meetings to openly share the competitive analysis and financial pressures, making the case for why change is essential now.
· Step 2: Build a Guiding Coalition. Form a cross-functional "Efficiency Task Force" with leaders from manufacturing, engineering, finance, and HR to lead the change.
· Step 3: Form a Strategic Vision. This task force will refine and communicate the vision and SMART objectives outlined in section 4.1.
Phase 2: Engaging and Enabling the Organisation (Months 4-12)
· Step 4: Enlist a Volunteer Army (Empower Employees). Here, we integrate ADKAR.
· Awareness & Desire: Use roadshows and team briefings to build Awareness of the need for change and create Desire to participate by linking it to Tesla’s mission.
· Knowledge & Ability: Launch the "Tesla Efficiency Excellence" training program to provide the Knowledge and Ability for employees to work in new, more efficient ways.
· Step 5: Enable Action by Removing Barriers. The task force will identify and remove obstacles, such as slow approval processes or outdated software, that prevent employees from working efficiently.
Phase 3: Implementing and Sustaining the Change (Months 7-18)
· Step 6: Generate Short-Term Wins. Publicly celebrate and reward teams and factories that achieve their 6-month cost or quality targets. This builds momentum and proves the plan is working.
· Step 7: Sustain Acceleration. Use the momentum from early wins to tackle more difficult challenges, such as re-negotiating supplier contracts or implementing new AI-driven quality control systems.
· Step 8: Institute Change (ADKAR’s Reinforcement). Reinforce the new ways of working by embedding them into company policies, performance reviews, and promotion criteria. This makes the change permanent.
[bookmark: _myjezb9s5t1v]4.3 Communication Plan

	Stakeholder Group
	Key Message
	Channel
	Frequency
	Responsible

	Employees
	"This change is vital for our mission and your success. We will support you."
	Team meetings, Internal TV, Email
	Weekly
	Line Managers, CEO

	Senior Leadership
	"Your active leadership is critical to model and drive this change."
	Guiding Coalition Workshops
	Bi-weekly
	Change Manager (Me)

	Shareholders
	"We are taking decisive action to strengthen long-term profitability."
	Quarterly Investor Calls
	Quarterly
	CEO, CFO

	Customers
	"You will receive the same innovative Tesla, with even higher quality."
	Social Media, Email Newsletter
	As needed
	Marketing Team


[bookmark: _ydws0jhasylt]4.4 Financial Plan

	Cost Area
	Estimated Cost (High-Level)
	Rationale

	Training Programs
	$5 Million
	To upskill all manufacturing and operations staff.

	New Software & AI
	$10 Million
	For advanced quality control and supply chain management systems.

	Consultancy & Support
	$2 Million
	For external expertise in lean manufacturing.

	Total Investment
	$17 Million
	



	Expected Financial Benefit
	Estimated Value (Annual)
	Rationale

	Reduced Production Costs (10% saving)
	$500 Million+
	Based on current cost of goods sold.

	Warranty Cost Savings
	$50 Million
	From improved quality and fewer repairs.

	Net Financial Benefit
	$533 Million
	(Total Benefits - Investment)


[bookmark: _kniaqglqqc8u]4.5 Evaluation Plan

	KPI
	Target (from SMART Obj.)
	Measurement Method
	Monitoring Frequency
	Responsible

	Production Cost per Vehicle
	10% reduction
	Finance tracking system
	Monthly
	CFO, Task Force

	Initial Vehicle Quality Score
	15% improvement
	Customer survey (defects per 100 cars)
	Quarterly
	Quality Department

	Order-to-Delivery Time
	20% reduction
	Sales & Delivery system data
	Weekly
	Operations Head

	Employee Training Completion Rate
	90% completion
	HR Training records
	Monthly
	HR Department

	Employee Engagement Score
	10-point improvement
	Annual internal survey
	Annually
	HR Department


[bookmark: _qc0l9yd9iswf][bookmark: _Toc213513087]5.0 Conclusion and Recommendations
This report has provided a full analysis and a clear plan for Tesla's future. The goal was to create a strategic change plan to address the serious challenges the company is facing.
[bookmark: _vqb5q9lg7abe]5.1 Summary of Key Points
First, our analysis revealed that Tesla is facing massive challenges. Outside the company, more and more car makers are joining the electric vehicle market, which thus constitutes a source of higher competition. At the same time, internally, Tesla has to reduce costs and create better quality cars. To handle this change, we have considered a number of different approaches and chose the best two models: Kotter’s 8-Step Plan and the ADKAR model (Kotter, 2012; Hiatt, 2006). We can have a clear roadmap for the whole company; at the same time, it will provide support for each employee in handling the change. We do believe that the Transformational Leadership style is best since it will inspire employees and enable them to connect the changes with Tesla's core mission, which is so important. Now we have developed the change plan which is actionable. It is practical, providing a clearly stated vision, defined SMART goals, specific staged actions, a communication plan, a budget, and a mechanism to verify if the change is indeed effective.
[bookmark: _3kqz6ocxs27z]5.2 The Critical Importance of the Change
This is not an optional change; business has moved on, and success in the past does not guarantee success in the future (Burnes, 2017). If Tesla does nothing now to address the concerns with efficiency and quality, then there is a very real risk to market leadership and profitability. Such a change would protect the company's future and ensure that it is able to continue its mission of accelerating the world's transition to sustainable energy.
[bookmark: _fm9hckvgizw]5.3 Recommendations for the Board
This plan will require full support and approval from the Board of Directors for it to be implemented. Therefore, I propose that:
Formally Approve the Change Plan and Budget. Please formally approve the strategic change plan and the $17 million investment outlined in section 4.4. This investment is necessary to provide training to employees and upgrade our systems for enhanced efficiency.
Publicly Champion the "Guiding Coalition" As senior leadership, you must visibly and actively endorse the cross-functional Efficiency Task Force. Your leadership shall convince the entire company that this change is number one priority for now (Kotter, 2012).
Empower Managers and Tie Goals to Performance: Ask HR to review performance goals of managers and teams. Have them include the new SMART objectives, including cost reduction and quality improvement. Everybody will then be aware of the same goals and will also be rewarded for their achievement.
In approving these recommendations, the Board will ensure that this essential transformation has the leadership, resources, and structure necessary for success.
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