As part of its commitment to enhancing workforce competencies, expertise, and capability , Tesla has established a culture of innovative problem-solving within its organization, which has motivated employees to provide innovative solutions to market problems currently and in the future. In accordance with Musk’s transformational leadership style, the organization has created a culture encompassing six underlying principles: moving fast, achieving the impossible, continually innovating, reasoning from the ground up, thinking like an owner, and being all in is the key, in order to assist his employees in reaching unimaginable heights (Rigby, Elk, & Berez, 2020).

Tesla, however, has several requirements for enhancing organizational learning and development to maintain a competitive advantage in the long run. As Tesla aligns its organizational culture with social responsibilities and sustainability, there appears to be a lack of connection between its most important asset, the employees. As a result of Tesla's current culture, the company has seen a high rate of executive turnover and a 9 percent layoff of employees (Le & Ho, 2021). Turnover among Tesla executives who report to CEO Elon Musk is much higher than turnover among executives who report to the CEOs of seven other leading technology companies (Sull, Sull, & Zweig, 2022). The company is also concerned about internal sabotage, as its IT and information security teams were alerted when the employee in question attempted to damage company equipment (Miller et al., 2021). As a means of concealing their actions, the unidentified individual attempted to blame a colleague. Additionally, Tesla was still lagging behind in Europe and other regions, resulting in the need for international expansion, even though it had developed strong markets in the United States and China. As part of Tesla's aggressive entry into the Indian market in 2021, a new factory was planned for Berlin (Saxena & Vibhandik, 2021). Tesla may face a variety of obstacles to maintaining its global leadership in the highly uncertain and volatile business environment, including unpredictable factors that may interfere with effective decision-making, challenges in interacting with local governments, and cultural differences during the management of human resources and market operations. Due to the importance of absorbing local market knowledge, internationalization becomes a complex process of organizational learning and development, requiring increased commitments to continuous learning (Prashantham & Young, 2011). Moreover, Consumer Reports no longer recommends the Tesla Model 3 electric sedan as it has identified a number of issues with its body hardware and paint. A significant number of production delays plagued the Model 3 rollout, as well as a long wait time for customers who placed their orders more than a year in advance (Buberger et al., 2022). It is essential to utilize analytical tools and standardized procedures to increase work efficiency, which leads to a commitment to quality improvement due to the fact that learning facilitates organizations' abilities to identify customers' needs and to create products/services that are unique and difficult to duplicate (Chiles & Choi, 2000).

By aligning the proposed L&D framework with Tesla's business goals, strategies, and talent composition, the proposed framework provides Tesla with a strong foundation for meeting its current and future needs. In a timely and cost-effective manner, the company's talents can develop their skills and capabilities in order to support their professional development. Business and HR leaders share responsibility and ownership for capability-building initiatives by assessing their organization's current capabilities in a systematic and deliberate manner; facilitating continuous learning that takes place over time through various forms such as digital learning and on-the-job mentoring; engaging stakeholders throughout execution; utilizing relevant and specific metrics for measurement, including priorities and needs; integrating L&D interventions into human resources processes; facilitating 70:20:10 learning frameworks; and implementing advanced and appropriate learning technology applications and systems. 

[bookmark: OLE_LINK1]To effectively produce, deliver, and expand Tesla products globally, a different business strategy is required than that which has allowed Tesla to deliver innovation to the world. As part of achieving alignment with this sentiment, senior leadership must examine the strengths and weaknesses of the current set of leaders to identify how well they are positioned to accomplish strategic goals (Yukl & Mahsud, 2010). Personality-based behavioral assessments can be useful in identifying how team members conduct themselves at work, make decisions, and communicate. Having access to such data can help Tesla's senior leadership team become more self-aware, which will facilitate cooperation, communication, and relationships. Tesla can identify gaps in its innovation and its need for greater discipline, a better process, and a more stable organization by utilizing a 360-degree assessment or self-competency assessment. Tesla has few senior leaders left, so hiring top talent to improve its performance is a priority through the use of a more formal needs analysis that provides a thorough understanding of the skills, expertise, and values that are necessary to be successful. 

Furthermore, the implementation of a survey that focuses on critical issues can reveal long-term issue that are reducing productivity and resulting in employee turnover (Holland & Collins, 2018). In addition, it will provide insight into any acute issues such as unsatisfactory environmental conditions in the plant, poor management that negatively impacts a large number of employees, as well as the quality of products. In addition, through the creation of an organizational culture of communication, openness, and a better exchange of ideas, Tesla can improve employee engagement and morale by diagnosing and continually optimizing the issues and continually improving them by managers and employees who can review the results of engagement diagnostics, identify root challenges, and identify root challenges. The manager who is more attentive to employees' career development and learning needs benefits both the employee and the organization primarily by allowing employees to feel that they are growing and learning, as well as benefiting from their efforts, which can assist the organization in addressing quality and delivery concerns. With the "talent first" philosophy, Tesla offers employees and managers tools to make their work easier, communicate more effectively, and execute more productively (Bawany, 2019).

However, this framework does have some limitations in addition to its advantages in meeting Tesla's needs. In Tesla, for example, a functional organizational structure characterized by elements of a hierarchical structure limits employees' capacity to respond, counteracting some of the effects of the corporate culture by facilitating the speedy resolution of automotive business concerns through decision-making and action. Also, the framework lacks a comprehensive strategy for dealing with the interface between organizational and social culture, as well as organizational citizenship behaviors. To help ensure proper communication between various cultures, it needs to incorporate more skills in intercultural communication to improve Tesla's understanding of other cultures and consolidate its own cultural identity, in order to develop a greater sense of cultural awareness.
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