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Executive Summary
The report is pictured on the scenario of Tesla’s ongoing operational structure and culture. Tesla, Inc. is a superior electric vehicle manufacturer, works with thousands of employees and thus deserves special attention from the report. A brief introduction of the company is detailed below with its key operational strategies and cultures. By outlining the relationship between the culture and strategy, the report sketched its impact on employee performance. However, the personal behavioural factors that influence the individual's work are also detailed here. Along with this, the study successfully suggested some prominent leadership and management styles to the organization to develop their performance statistics and employee engagement level further.
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[bookmark: _Toc48330225]1.0 Introduction
The success of an organization depends on the authenticity of its culture, which is nothing but a fabrication of shared beliefs, supportive structure, and gracious attributes. An influential organizational culture and structure ignites the productivity of the employees and helps them to associate with organizational management. The report is aiming to outline the structure and culture of Tesla Inc., and the relationship between the structure, culture, people, and performance of the organization. The study is also expecting to acknowledge different managerial approaches and leadership styles for enhancing Tesla's organizational performance. 
[bookmark: _Toc48330226]1.1 Background information on Tesla 
Tesla Inc., founded in 2003, is an American “Electric Vehicle (EV)” manufacturer. The company, based in Palo Alto, California, also manufactures solar panels and energy storage systems. Tesla came into limelight through its luxurious electric sports cars of Model 3, Model X, and many more. The US is the biggest market of Tesla as nearly 40% of total revenue is generated from the United States. With a vision “to accelerate the advent of sustainable transport”, the CEO Elon Musk strives to increase the accuracy of the company in each second by encouraging its workforce of 48,000 employees. Tesla generated a revenue of US$ 24.6 billion in 2019 from the 28 countries it operates. However, the organization is facing some troubles, which might be a consequence of some organizational glitch which the paper will assimilate in the below sections (tesla.com, 2020). [Referred to Appendix 1]
[bookmark: _Toc48330227]2.0 Findings and Analysis 
[bookmark: _Toc48330228]2.1 Detailed analysis of the Structure and Culture of Tesla 
Both structure and culture hold equal importance to drive a company towards growth and prosperity. Tesla’s organizational structure follows the Unitary form (U-form). The following are the significant divisions in the structure.
· Function-Based Hierarchy: To exhibit a robust managerial control over the operations, Tesla operates through "Function-based hierarchies". The operational teams involved in the hierarchy supervise the work of its local and international offices. CEO, Finance, Engineering, Legal, Sales, and Technology are its prime functional departments. 
· Centralization: The corporate structure of Tesla is centralized where the central managing body makes the core decisions (Shaik and Dhir, 2020). The head officers from the central headquarters control the overseas operations which provide minimal autonomy to its domestic offices.
· Division: Tesla operates through two major divisions i) The Automotive Division and ii) Energy generation and Storage Division to manage the strategy implementation, campaigns, marketing, and finances (Nisar et al. 2016). The operations are further divided into four geographical divisions, namely; the USA, Norway, China, and others.

Figure 1: Organizational Structure
(Source: Self-created)
Besides this principal structure, other strong features of the corporation are given below;

	Area
	Tesla’s structure

	Operational layout
	Tall hierarchical structure

	Control on overseas operations 
	Centralized

	Relation 
	The hierarchies share informal relation with the employees

	Decision making 
	Multistep reporting makes the process slow

	Cost
	The process is costly as it involves multiple hierarchies

	Communication 
	Multi-staged information exchange processes make communication poor.



Table 1: Additional features of Tesla’s organizational structure
(Source: Self-created)
Tesla comprehends the “Innovative problem-solving organizational culture” to deliver the utmost motivation to its employees. The main features of Tesla’s operational culture are detailed below; 
· Innovation: The organizational culture of Tesla is deeply rooted in the concept of constant innovation and adapting to being the only tool of progress.
· Fast Movement: The culture encourages its employees to respond to changes in trends in the international market rapidly to survive in the competition. In this method, the culture of Tesla maintains business resilience.  
· First principle method: CEO Elon Musk strongly promotes the reasoning from the "first principle" method (Warrick, 2017). The company encourages its employees to foster the “first principle thinking”, where they have to dive deep into the roots of the problem until they find the last piece of the solution for the situation. 
· “We are all in” thinking: The culture believes in unified employment and thus encourages the employees to resolve their conflicts.  It fosters teamwork and encourages the employees to showcase their utmost skill and knowledge (research-methodology.net, 2020). 
[bookmark: _Toc48330229]2.2 Relationship between the structure and culture of the organization and its impact on organizational performance 
Organizational culture and structure are interrelated. When an organization builds a strong corporate structure to define its goals, policies, strategies, and core values, it knits a beautiful organizational culture. For example, the organizational structure of Tesla follows the hierarchical tower where the decisions are only taken by the top management. Thus, it exhibits a rigid organizational culture where the employees are not independent enough to express their opinion. Undoubtedly, the centralized structure of Tesla restricts its employees to take an active part in the major decision-making processes, which makes them demotivated about the work. Needless to say, a demotivated workforce can never provide excellent performance to the organization.
Author Sinha, (2017) in his journal also considered the “hierarchy of authority”, “participation in decision-making” and “formalization” as the three core factors of an organization that decides the psychological engagement of the employees. “Participation in decision-making” delineates the levels of participation of the employees in groups or as individuals in the strategic decisions making process. 

Figure 2: factors of an organization to develop employee engagement
(Source: Self-created)
Formalization is the degree at which the organization standardized its works. The author also stated that a “decentralized” organizational structure is needed where the company can follow a culture of flexibility and open information exchange. A flexible flow of information and fluent participation in the decision-making process will empower the employees to consider the true value of the work. It will also help them to acknowledge the importance of their work in the organization to meet the goals and strategies of the company and thus will motivate them to perform productively (pdfs.semanticscholar.org, 2015). 
Distribution of authority and responsibility among the employees determines their behaviour. The structure of the organization defines its culture. As most of the organizations including Tesla follow the “top-down” pyramid structure where the hierarchy is situated at the top, they fail to define a strong communication channel and "line of authority" in the organization. For this, Tesla needs to execute the “Bottom-up” approach, where greater priority will be delivered to the operating workers.  

Flow of Information

Figure 3: Bottom-up Approach
(Source: Self-created)
[bookmark: _Toc48330230]2.3 Factors that influence an individual's behaviour at work and towards the management 
The key factor that influences the behaviour of an individual in the workplace is the personality. A person with an enchanting personality can work as a treasure for the organization. However, the opposite can drive the firm towards downfall. The behaviour of a person is always reflected through his or her inner qualities and outer personality. Thus, the recruitment management must identify the positive personality traits. The personality can be acknowledged by the OCEAN model accurately. The HR manager of Tesla needs to test the person through the OCEAN parameters. These are; 
1. Openness: Openness can be reflected through a person's highly curious nature and free movements to experience a new skill of knowledge. High openness makes the person creative, innovative, and knowledgeable, while low openness makes him cautious and inflexible.    
2. Conscientiousness: Conscientiousness reflects how dependable and organized a person is. People with high conscientiousness are more preferred in an organization as they are more focused and liable to the work while those with low conscientiousness are disorganization and easy-going (hbr.org, 2020). 
3. Extroversion: Extroversion refers to the interactive capacity of the person. Highly extroverted people can work in a team easily, and they are more energetic and talkative while the introverts are more reserved.
4. Agreeableness: People with agreeableness are compassionate and friendly and are good for employment as they can easily co-operate with the team.
5. Neuroticism: People with high neuroticism tend to possess high sensitivity and emotions. It leads them to show anxiety, instability, and mood swings at work which is not preferred at all.

Figure 4: OCEAN Model
(Source: Self-created)
[bookmark: _Toc48330231]2.4 Importance of leadership and comparison between different leadership styles 
Quality leaders can alter the behaviour of the employees as per organizational needs. The manager of an organization must portray the prime leadership qualities like integrity, communication, time management, empathy, self-awareness, and decisiveness to control the workforce and drive them towards organizational goal fulfilment. Organizations like Tesla, where managers are the prime pillar of operations, acceptance of such leadership traits become more essential (Thorpe, 2016). Elon Musk and other managers of Tesla demonstrate dedication, perseverance, and problem-solving nature which is a symbol of Transformational leadership. Their leadership style is highly focused on emotional intelligence and constant learning concepts. Other prominent leadership styles that can be considered by Tesla's managers are;
· Democratic Leadership: Such a leadership style decentralizes the decision-making process and shares it with the subordinates (Al Khajeh, 2018). As the perspectives and opinions of others are equally valued, democratic leadership is highly effective in motivating the employees for better performance. Here the employees are appraised and criticized by the leaders to develop their performance further.
· Affiliative Leadership:  Here, the leadership focuses on the "People come first" concept where they encourage the followers on a personal level. Leaders in this style pay close attention to the emotional state of the employees and provide the required sympathy and guidance to them. As it builds a collaborative nature of work, the style positively impacts organizational performance.

Figure 5: Leadership Styles
(Source: Self-created)
[bookmark: _Toc48330232]2.5 Analysis of management practices concerning the organizational variables 
As observed earlier, managers are the core functioning and decision-making body of Tesla. Thus, any type of futility in the management practices can lead the organization towards the dark phase they never want to explore. Potential management decides the goals and comprehensively arranges the tasks to demonstrate the utmost proficiency of the organization. The operational management of Tesla believes in growth (Rogers and Ashforth, 2017). The leading electric vehicle manufacturer is strongly dependent on its management for success. The centralized management practices of Tesla is making its employees demotivated from work. Besides, it is daunting for the management to record the complaints of every customer by themselves, which is increasing dissatisfaction among the customers as well. The practices that are strongly suggested for the management of Tesla apart from the leadership styles are;
· Interpersonal Management: 
The managers in this category exhibit three roles to maintain high productivity. These are; Leader; being the departmental head, the manager/leader needs to motivate and train the employees with active interaction. Figurehead; the manager needs to inspire the subordinates by showing high liability towards his or her legal, ethical, and operational responsibilities. Liaison; the manager needs to maintain an effective network to communicate with the internal and external stakeholders of the organization (ijsr.net, 2015). 

Figure 6: Management styles
(Source: Self-created)

· [bookmark: _Toc48330233]Informational Management:  
The role of the managers in this category includes; Monitor; the manager needs to observe the performance of the employees analyzing the performance statistics and reports of the employees. Disseminator; the manager being the disseminator needs to communicate the necessary information properly among the employees and top-hierarchies. Spokesperson; managers being the face of the company in front of the external stakeholders need to speak out the goals and information properly. 
The study is also suggesting the manager of Tesla implicate the concept of;
“Human Relation Approach Theory” in their daily practices. The theory instructs the managers to take good care of the employees and co-operate with them in their troubles (Kitana, 2016). This will develop the motivation and commitment of the workers towards the organizational goal achievement process. 
“Contingency Theory” which suggests the managers communicate the change strategies of the organization comprehensively with its stakeholders. Managers, by forecasting the future requirements of the organization, need to develop a culture where the employees can foster the change without getting distracted.
[bookmark: _Toc48330234]3.0 Conclusion 
Change is an inevitable part of organizational functionality. However, the report identified a centralized organizational structure of Tesla where only the top-management takes the decision, and thus the culture is not cultivated properly. Such a centralized structure cannot facilitate its employees to adopt the changes and provide potential performance. Thus, the study strongly suggests the organization change its structure towards decentralization and develop a culture where the opinions and perspectives of the employees will be valued equally. The paper successfully acknowledged the relationship between the organizational culture and strategy and its impact on employees' performance. Thus, the paper strongly suggests the management of Tesla to introduce more engaging leadership and management styles in their daily operations to develop the engagement level of the employees.  
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Appendix 1: Revenue of Tesla from 2008 to 2019 in USD
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