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The report analyses Tesla and Netflix's People Management strategies against their unique industry backgrounds. Tesla, focusing on high performance and compliance within a centralised, policy-driven framework, have left them facing challenges in employee engagement and diversity amidst rapid expansion. 
Contrastingly Netflix prioritises autonomy and creativity, fostering a positive work culture through continuous feedback and flexible work policies, demonstrating a stark contrast to Tesla’s approach. 
Academic theory has aided in pinpointing HRM issues alongside Netflix’s practical application both facilitating the analysis to address Tesla’s People Management issues and improve organisational health.
The comparison underpins the recommendations to improve tesla by advising:
1. Promoting psychological safety
2. Increasing work flexibility, and 
3. Enhancing inclusion efforts
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In an era where effective People Management is crucial for organisational success, this report contrasts the approaches of Tesla (2024) and Netflix (2024a), two distinct yet innovative companies. Tesla, a leader in electric vehicles and energy, operates in a traditional work environment and faces the challenge of managing a global manufacturing workforce amidst rapid expansion. Its People Management strategy is centralised and policy-driven, focusing on high performance and innovation (Tesla, 2022b). Netflix, in the dynamic entertainment sector, embraces a hybrid work environment that prioritises creativity and autonomy, demonstrated through flexible work policies and a culture of continuous performance dialogue.
This analysis will be aided by academic HRM theory and will explore how these companies adapt their People Management strategies in response to internal growth and external market changes, highlighting the role of different work environments. It will evaluate their approaches to key HR concerns including employee engagement, performance management, and diversity, and examine the impact of technological advancements, especially AI, on their HR strategies. This concise comparison aims to provide insights into how Tesla and Netflix navigate People Management within their respective industries. Concluding by leveraging undertaken analysis into recommendations of improvement. 

[bookmark: _Toc162887218]2.0 Organisation Overview

Tesla (2024), a US corporation renowned for its electric vehicles and energy solutions, a multinational with a significant global footprint. It employs a diverse workforce across various regions (2022b). Experiencing significant growth in all areas in particularly its workforce, doubling from 2019 to 2022 standing at 140,473 as reported by Macrotrends (2022).
The HRM function at Tesla (2022a) is centralised, with a dedicated Human Resources Department overseeing workforce management. Tesla's HR structure includes senior-level representation, whilst structure presents as organisational priority, HRM has experienced significant turbulence. The organisation saw four different head of HR leaders over two years (Lambert, 2022).
Whilst this report will be focusing on Tesla, Netflix will be used for HRM comparison as similarities present as both organisations place high importance on diversity in the workplace. Using Netflix to understand challenges Tesla faces and potential areas of improvement. 
Netflix (2024a), a global leader in streaming entertainment, is comparable as they themselves have doubled their workforce to meet demands of expanding global operations (Statista, 2023). Like Tesla, Netflix employs a diverse workforce worldwide (Netflix, 2024b). Despite rapid expansion, Netflix maintains a relatively stable HR leadership, underlining its success in creating a diverse, inclusive, and motivating work environment (Netflix, 2024a). 


[bookmark: _Toc162887219]3.0 HRM Analysis
[bookmark: _Toc162887220]3.1 Exploring Internal and External Factors Affecting HRM:
Tesla, navigating the rapidly evolving automotive and energy sectors, must continuously innovate while managing a global manufacturing workforce. Rapid expansion, external and internal pressures have shaped its HRM approach to fostering a culture of prioritising organisational objectives striving to attain this through rigorous policy implementation and staff monitoring (Guilford, 2022).
Netflix (2024b), in the dynamic entertainment industry, responds to shifts in consumer preferences and digital content delivery innovations by emphasising a culture of creativity and autonomy (LinkedIn, 2023).
Tesla and Netflix both adapt their People Management strategies in response to internal growth and external market demands. Contradictions in organisational goals and demands is present, Tesla aspire to be innovative, however the goal for transport is ultimately safety (NHTSA, 2024), which has led to a compliance culture. Whilst Netflix entertain through creativity, adhering to minimal compliance issues (Vlassis, 2023) more autonomy in management is present. 
Both companies' strategies are influenced by their need to cultivate an innovative performing workforce in competitive markets, yet they differ in execution of organisational cultures. 

[bookmark: _Toc162887221]3.2 People Management Approaches:
[bookmark: _Toc162887222]3.2.1 Outcomes of Tesla Existing Approach 
· Tesla have an exceptionally high annualised turnover rate of 44% for executives. The average annualised rate for large tech companies was 9% (Matousek, 2019).
· The organisation has been hit with multiple lawsuits and investigated by the National Labor Relations Board and California Department of Fair Employment and Housing (Guilford, 2022).
· The output of work has been labelled unsafe with car experts directly linking this to poor company culture (Stopford, 2023)
· Tesla diversity policies have led them to a workforce of 67% minority hires. Diversity does not automatically generate equality, resulting in an employee being awarded $137 million for work placed racism (Jin, Kerber and Linsk, 2021). 
Tesla's People Management is deeply integrated with its operational strategy, its centralised HR function aims to streamline processes and policies across its global operations. Compliance driven organisations prioritise adherence to laws, regulations, and standards to minimise risk and ensure safety, quality, and reliability in their products and services. (Guilford, 2022). However, Tesla reports a commendable 67% diversity rate among its workforce, indicating a strong representation of minority groups, this figure primarily addresses diversity in terms of protected characteristics. The essence of true diversity and equity, however, extends beyond representation. It encompasses creating an environment where all employees feel genuinely heard, valued, and respected (CIPD, 2016). Recent lawsuits alleging discrimination, racism, and unsafe employment practices suggest a disconnect between Tesla's diversity as a protected characteristics and its application of diversity and equity in practice. These challenges highlight a critical area for improvement in fostering an inclusive culture that not only values diverse voices but actively incorporates them into decision-making processes and day-to-day operations. 
Contrasting this with Netflix, which embraces a strategy centred around creativity and autonomy, demonstrates how flexibility and employee empowerment can significantly influence organisational success in the technology-driven market.

[bookmark: _Toc162887223]3.2.2 Netflix Approach Comparison
In contrast, Netflix's approach to its workforce is to prioritise behaviours, creating an environment that values autonomy, creativity and diversity, evident in their unique cultural practices that empower employees to make decisions and take ownership of their work.
Nearly half of Netflix's U.S. workforce (46.4%) and leadership (42.0%, director level and above) are composed of people from one or more underrepresented racial and/or ethnic backgrounds (Myers, 2021).
Netflix (2024b) allows salaried employees unlimited vacation, trusting them to balance work with personal life effectively. This policy exemplifies Netflix's confidence in its employees' responsibility and self-regulation, contributing to higher productivity and satisfaction (Wong, 2020)
Instead of annual reviews, Netflix prioritises continuous communication valuing employee voices. Opting for ongoing conversations about performance, facilitating real-time feedback and development. This aligns employee goals with the company’s vision and encourages constant growth (McCord, 2014).
Netflix (2024b) hiring strategy prioritises diversity and individuals who excel in their roles and embody the company's values, supporting a culture of innovation and engagement. This meticulous effort to recruitment ensures a well aligned fit for both employee and organisation. 
Empowerment and Trust: With policies like the simple expense guideline removing monetary rules and implementing an "Act in Netflix’s best interests," promoting a culture of trust as published by LinkedIn (Exotic Research & Development Centre, 2023).
Outcomes of Netflix HRMS:
· Employee Engagement: Netflix ranks high on employee satisfaction, featuring in Glassdoor's "Best Places to Work" list. (Glassdoor 2024).
· Innovation and market dominance underscore its innovative capacity, attributed to its empowered workforce (Netflix, 2024b).
· Netflix maintains high retention rates of 95%, highlighting the successful alignment of its workforce with company culture as reported by HR Digest (Coker, 2023)
· Netflix HRM and Culture is praised by industry leaders and has influenced organisational practices across sectors, showcasing the broader impact of its HR approach (LinkedIn, 2023)
Unlike Tesla, Netflix actively cultivates an environment where diversity extends beyond characteristics to influence decision-making processes and company policies. This is evident in Netflix's continuous feedback culture, which empowers employees from diverse backgrounds to share their perspectives and contribute to the company's creative processes.
[bookmark: _Toc162887224]3.3 Areas of concern with their practical HRM approach
Cardenas (2021) examines Tesla’s attempted implementation of culture to prioritise organisational goals through strict policies. Tesla (2023) undergoing bi-annual performance reviews, resulting in employee score assigning of 1-5. Stating employees who fail to meet performance expectations will be let go.
Tesla's rigorous overtime practices in 2020 as reported by the Observer (Roberts, 2020), involving 60-hour workweeks and six-day work schedules for employees, reflect the company's intense drive to achieve record-breaking production numbers, potentially at the expense of worker health and safety. 
Tesla's relentless focus on organisational objectives has also led to a stringent stance against employee dissent and unionisation efforts, as noted by Greenhouse (2023). The company's implementation of arbitration clauses in contracts (Tesla, 2022b), a mandatory return-to-office directive with Musk expressing distrust towards remote work (Kolodny, 2022), and board members voting against prioritising HRM reforms and evaluating employee rights (Tesla, 2021) illustrate a broader pattern of controlling and silencing employee advocacy.
Despite these controversies, Tesla reports notable strides in workforce diversity, with 67% representation from underrepresented groups. This indicates a complex contrast of rigorous policy enforcement with progressive societal contributions, showcasing Tesla's multifaceted approach to policy driven HRM.
Both companies place a strong emphasis on employee engagement and performance management but approach them differently. Tesla's method involves rigorous performance reviews and a clear expectation for continuous improvement. Netflix, however, relies on a culture of feedback and responsibility to ensure high performance, fostering a direct and open communication line between employees and management.

[bookmark: _Toc162887225]3.3.1 Theoretical Concerns with Approach
Clarifying the Link Between Compliance Culture and Diversity Issues
Tesla's approach to people management, can be critically examined through various academic theories and concepts. These theories provide a framework to understand the implications of Tesla's practices on employee well-being, motivation, and organisational culture.
The study in the Journal of Social Sciences on "Symbolic Compliance to Modern HRM" (Naveed et al., 2017) offering insights that mirrors challenges at Tesla, where despite the adoption of diversity policies and a high percentage of minority hires, the company has faced lawsuits for racism and discrimination. This evidences a gap between policy and practice, suggesting Tesla's diversity efforts might be more about symbolic compliance rather than genuine cultural integration and practice.
Tesla's commitment to compliance, while crucial for safety and regulatory adherence, appears to impede the development of a truly inclusive culture. This emphasis on compliance may inadvertently prioritise adherence to rules over the nurturing of diverse perspectives and equitable practices within the organisation. For diverse teams to excel and fully leverage the breadth of their perspectives, a psychologically safe environment is paramount. This concept, where team members feel secure to take interpersonal risks, share ideas, and express concerns without fear of reprisal, is central to unlocking the innovative potential of a diverse workforce. Recent research highlighted by Harvard Business Review, (2022).
Maslow's Hierarchy of Need (1954) theory suggests that individuals are motivated by a hierarchy of needs, starting from physiological needs up to self-actualisation. The outcome of strict workplace policies and demanding work schedules adds to the validity of this theory. the importance is discussed by Taormina and Gao (2013). This theory aligns to Tesla’s engagement issues. Tesla might fulfil basic economic security needs but could undermine higher-level needs such as belonging, esteem, and self-actualisation, leading to employee dissatisfaction and disengagement.
Tesla's approach potentially undermines the effectiveness of incorporating structured feedback by adhering too rigidly to a centralised, policy-driven People Management strategy. This focus on high performance and efficiency, often at the expense of fostering a supportive and engaging work environment, may limit the opportunities for genuine employee feedback and engagement, crucial components for enhancing overall employee wellbeing and satisfaction as explored by CIPD (2023).
The negative impact of high employee turnover on company culture, as reported by People Management (Cholteeva, 2022). It suggests that turnover not only increases recruitment costs but also damages the alignment between a company's culture and its stated values, potentially leading to a toxic work environment. This situation mirrors challenges at Tesla.
By examining Tesla's people management practices through these theoretical lenses, it becomes evident that while striving for efficiency and organisational goals is crucial, a balance must be struck to ensure the psychological and physical well-being of employees, foster a positive organisational culture, and ultimately sustain long-term productivity and innovation. Ultimately this approach is generating a undesired culture and a workforce, disengaged, overworked, unsatisfied and underperforming as Tesla are not tapping into their employee’s potential.

[bookmark: _Toc162887226]4.0 Impact of Technological Advancements:
Tesla and Netflix integrate Artificial Intelligence (AI) and technological advancements into their People Management strategies differently, reflecting their unique industry demands. Tesla leverages AI and automation to enhance manufacturing precision and efficiency, crucial for its global operations. This technology aids in performance management through data-driven evaluations, although it risks intensifying employee pressure due to strict performance metrics as discussed by Forbes (Denning, 2023). Tesla must balance technological efficiency with employee well-being, ensuring technological adoption doesn't overshadow the need for a supportive work environment (Singh, Gupta, & Chen, 2022).
Netflix uses AI to foster a culture of creativity and autonomy, personalising employee experiences and development opportunities (Distenfeld, 2018). AI-driven tools support real-time performance feedback, aligning with Netflix's emphasis on continuous improvement and employee empowerment. This approach highlights how technology can enhance engagement and satisfaction when aligned with organisational values and employee needs as discussed by Johnson and Lee (2021).
Both companies show that while AI can improve operational efficiency and employee management, the impact on organisational culture and employee well-being is not presented as significant. Patel and Jackson, (2021) stress success hinges on implementing these technologies in ways that respect and enhance the human elements of the workforce, balancing efficiency with empathy and support.
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The comparative analysis of Tesla and Netflix's People Management strategies, it becomes evident that while both organisations strive for innovation within their respective industries, their approaches to People Management and organisational culture significantly differ. Tesla's centralised, compliance-driven strategy has enabled rapid production expansion and adherence to safety and regulatory standards but at a notable cost to organisational inclusivity and employee well-being. Despite achieving a high diversity rate, Tesla's approach has led to challenges in fostering a truly inclusive environment, highlighted by lawsuits and employee dissatisfaction.
Contrastingly, Netflix's prioritisation of autonomy, creativity, and a culture of continuous feedback has not only facilitated its rapid growth but also cultivated a highly engaged and satisfied workforce. This difference in approach underscores the importance of not just diversity as a numerical achievement but the deeper, more impactful practices of equity and inclusion in day-to-day operations and decision-making processes.
The analysis highlights a critical learning point for organisations aiming to excel in today's competitive landscape to foster a workplace culture that values psychological safety, encourages diverse perspectives, and ensures equitable treatment is as crucial as operational efficiency and innovation. For Tesla, integrating more flexible People Management practices, similar to Netflix's approach, could enhance its organisational culture, improve employee satisfaction, and potentially reduce turnover rates.
Adopting a more holistic approach to People Management, which balances operational demands with the needs and well-being of employees, offers a path forward for Tesla. This includes not only striving for a diverse workforce but also creating an environment where every employee feels genuinely valued and heard. 
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Given the context of Tesla's challenges and opportunities as outlined in the report, the top three priority recommendations are:  

1. Enhance Inclusion Efforts Strengthening diversity and inclusion training to go beyond just hiring for diversity to truly embed inclusion into the company culture is critical. Effective inclusion practices ensure that all employees, regardless of background, feel valued and heard. This is essential for fostering a creative and innovative work environment where diverse perspectives are leveraged for problem-solving and growth.

2. Promote Psychological Safety Creating an environment where employees feel safe to express their ideas and concerns without fear of reprisal is foundational. This can lead to increased innovation, better problem-solving, and a more inclusive culture. Psychological safety enables employees to contribute their full potential, directly impacting organisational performance and employee satisfaction.

3. Increase Work Flexibility Implementing flexible work arrangements increasing autonomy is crucial for enhancing employee satisfaction and retention. Flexibility can improve work-life balance, which is increasingly valued by today's workforce. For Tesla, this could mean offering more hybrid roles where possible and reevaluating strict policies and job roles that may not be conducive to employee well-being.
As Tesla’s issues are deep routed and not fixed instantaneously focusing on these three recommendations can provide a strong foundation for Tesla to build upon, addressing key areas that have a profound impact on employee engagement, innovation, and overall organisational health.
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