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1. [bookmark: _Toc112231828]Introduction 
The first section of this assignment increased the understanding about the use of contemporary management that comprised decision-making, planning, monitoring, and developing organizational goals that aligned with different organizational culture and management styles. This assignment helped to understand the use of Competency & Values Framework (CVF) which is about different organizational cultures (clan, adhocracy, hierarchy, and competing) that are linked back with the management/leadership styles such as facilitator, visionary, coordinator, and competitor. 
In first section, this assignment has discussed the definition, contribution, and criticism on open system, human relation, and internal process theories. The open system theory is about the open system means strategic parts of an organization are interdependent on each other, the factors which link the parts together, and the goals intended to be accomplished by the system. It is about focusing on people, resources, transformation of resources, organizational environment, specialization, differentiation, integration, and coordination which are major strategic parts, and these can help to achieve organizational goals. The second theory is about human relations, and their scholars believe that motivation and productivity can be enhanced through social ties at workplace and acknowledging the workers individually. It is about focusing on onsite wellness, parental leave, fitness activities, healthcare services, and training & development opportunities as it can develop better relationship between employee and employer as well as employees feel more motivated and productive to achieve organizational goals. The third theory (internal process) is about on centralizing the resources to achieve continuity of achievements. It focused on rules and regulations, hierarchical structures, and division of labor as it is directly linked with the execution of contemporary management practices. 
The second section is about key management practices such how both selected organizations execute planning, organization, leading, and controlling for achieving the organizational goals. The management style help to understand management focus, communication style, employee involvement, efforts, strategies, or directions that can enhance efficiency at the workplace so that the goals of the organization can be achieved. This section presented the management style is participative for both Tesla and apple such as tesla top management believes in free flow of communication without any obstacles so that innovative ideas should be passed without any barriers as the focus on continuous innovation that can help to achieve organizational goals. The apple focus is on to involve employees from every designation as it increases their level of motivation to share their ideas and help the management to make best decision for organization. It has discussed how the participative style of management is followed by both organizations and how it has helped them to achieve their organizational goals. The organizational culture is based on executing the innovative strategies so that they can produce the differentiation in products and achieve the maximum values in competing market. 
The third and last section of this assignment highlighted the issues related to the virtual team such as lack of structure, communication gap, environmental or cultural differences as virtual teams are not embodied into the culture of the organization, budgetary issues, uncertainty of response rate with virtual teams, and scheduling meetings due to time differences. This study highlighted the use of augmented reality (AR) technology address the issues such as communication gap, real time guidance and assessing performance, real time interaction and quick response, and build a collaborative culture to resolve routine issues. It is found there are higher issues of trust as employer and co-worker is unable to see the visible performance of employees so any negative perception can create distrust as well as decrease the level of work engagement among other workers. There is evidence found that the engagement level among virtual team members are usually lower compared to those physically present but AR technology played a positive role to increase the level of engagement among virtual team members. 
2. [bookmark: _Toc112231829]Defining the contemporary management and discussing the values framework and competency accordingly 
Contemporary management represents the modern approach of supervising the business. The activities falling under the umbrella of contemporary management comprise the decision-making, planning, and monitoring (Grant, 2021). The aim of the practice is establishing goals aligning with the stakeholders’ interests spanning traditional investors, customers and employees to contemporary ones. The contemporary management teams place reliance on evaluating the environmental factors and human behaviours for creating an organized and efficient workspace (Grant, 2021). The study of Quinn and Rohrbaugh (1983) originally produced the competency values Framework (CVF) and they call it organizational effectiveness framework and initial focus was on two important elements: internal versus external and control vs flexibility. The major aim of this framework is to focus on four different organisational cultures and how it is associated with diverse management/leadership styles in the context of specific setting such as controlling (Hierarchy), competing (Market), creative (Adhocracy) and collaborative (Clan) (Cameron and Quinn, 2011). For example, the collaborative culture is suitable when management intends to focus on team building and training so that they can increase the chances of human development which is core focus of human relation theory (Cameron and Quinn, 2011).
Figure 1: Competency and value framework (CVF) 
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(Source: O’Neill et al. 2021)

In the context of CVF framework, the creative/innovative culture requires participation of all stakeholders for producing new ideas that can bring innovative organizational output and high standard services which is linked back with the core objective of open systems theory (Quinn et al., 2020; O’Neill et al. 2021). The controlling organizational culture is liked back with internal process theory as management core objective is bring stability and efficiency through improving the internal processes of organization (Quinn et al., 2020; O’Neill et al. 2021). So, this assignment helped to understand the use of Competency & Values Framework (CVF) which is based on different organizational culture which is linked with different management style and theories such as open systems, human relation, and internal process theories.  In next section, this study has discussed three important theories which is linked with CVF and are commonly used in contemporary management studies. 
2.1. [bookmark: _Toc112231830]Open systems theory
2.1.1. Introduction
[bookmark: _Hlk112053258]The assignment helped to understand the definition, contribution, and criticism on the open system theory that can help to understand its use in contemporary management practices. Open System Theory was proposed by Ludwig von Bertanlanffy (1956), a biologist. However, the theory was soon adopted in other disciplines as well. It represents the concept of characterizing a system by a combination of parts which are interdependent. Breuer & Petruccione (2002) observed that as one moves from mechanical to social systems, the interaction between interdependent parts become variable and complex. The systems are of two types e.g., open system in which interaction with all living systems and environment takes place; and the closed system in which there is no interaction with environment and living systems. In the context of management, open system means the strategic parts of the organization, the extent to which these parts are interdependent on each other, the factors which link the parts together, and the goals intended to be accomplished by the system (Scott & Davis, 2015). Kahn (2006) highlighted ten features of the open system as follows: 
1. [bookmark: _Hlk112053340]Importing energy from environment of the organization e.g., people, resources, etc. 
2. Throughput (transform the available resources) 
3. Output (export resources to the organizational environment) 
4. System as events’ cycle 
5. Negative entropy (by virtue of input of resources/energy) 
6. Information input, coding process, negative feedback 
7. Dynamic homeostasis and steady state (growth tendency for ensuring survival) 
8. Specialization and differentiation 
9. Coordination and integration 
10. Equifinality (many routes to the same end). 
2.1.2. Strength of the open systems theory
The existing studies summarized the prominent contributions as well as criticisms of open system theory (Scott & Davis, 2015; Breuer & Petruccione, 2002): 
· The theory acknowledges the environmental interface of the organization and offers an open-system view of organization. 
· It is adaptive and dynamic in nature. 
· It adopts a multi-dimensional and multi-level approach and thus considers both micro and macro aspects. 
· It draws from various disciplines such as economics, sociology, engineering, and psychology.
· It is not normative but descriptive in nature. It is not deterministic but probabilistic in nature. Thus, it emphasizes on lateral instead of vertical relationships. 
· Another prominent contribution of systems theory is cybernetics – science of communication and control in a system involving man and machine (Scott & Davis, 2015; Breuer & Petruccione, 2002).
2.1.3. Weakness of open systems theory
· It is not a singular theory, but it involves features of different theories such as contingency theory, systems theory, and decision theory.
· It is not just modern, but a synthesis of contributions made by earlier theories.
· The theory is highly abstract to be of practical utility. It does not take into account the precise relationship between the social system and the organization. 
· The theory fails to offer a framework applicable to all organizations (Scott & Davis, 2015; Breuer & Petruccione, 2002).
2.1.4. Conclusion 
This assignment helped to understand that open system theory is focusing on when a group of people join hands together for a common goal, they become an organization. This assignment increased our understanding about how organizations can provide the avenue to people to achieve a common goal and work together instead of working individually. Thus, organizations are open systems because it enables them to exchange materials, energy, and information. Traditionally, organizations were perceived to be closed systems and that they were isolated from the external environment and involved bureaucratic structures and hierarchies. 
However, with the change in the landscape of markets and markets becoming global, the closed system view of organizations turned into open system organizations. This system now enables the organizations to take into account the impact of environment on the organizations. Such influences have an effect on their conflict resolution, decision-making, and distribution of resources in business organizations. It is important to manage the external environment of any business. The open system enables the management of the organization to manage the inflow and outflow of energies, information, and materials. 
2.2. [bookmark: _Toc112231831]Human relation theory 
2.2.1. Introduction 
[bookmark: _Hlk112054175]The human relations management theory originated in a period between 1924 and 1932 during experiments at Western Electric Company’s Hawthorne plant in Cicero, Illinois (Taylor, 2004). The studies were carried out by researchers from Massachusetts Institute of Technology (MIT) and in 1927 the two researchers from Harvard Business School were also involved i.e., Elton Mayo and Fritz J. Roethlisberger, and they are crediting with popularizing the subject (Taylor, 2004). Human relations management theory involves foundation from organizational psychology from 20th century which shows that employee motivation and productivity can be enhanced through social ties at workplace and acknowledging the workers individually. It also entails that better working environment enhances the productivity of the workforce (Landy & Conte, 2016; Taylor et al., 2015). 
2.2.2. Strength of human relations theory 
[bookmark: _Hlk112054216]This assignment takes into account the contribution of human relations theory on the subject by reviewing the literature on the subject (Taylor et al., 2015; Taylor, 2004; Landy & Conte, 2016). Organizations are composed of people; therefore, it is important to identify the factors which influence the workers in the organization. Additionally, using the psychology of motivation, internal and external benefits need be offered to the employees such as onsite wellness, parental leave, fitness activities, healthcare services, and training & development opportunities. These have a positive impact on the productivity of the workforce. 
Secondly, while the organizations are growing internationally due to continuous use of remote technology, groups can form within the organization. The organizations these days are looking to foster positive dynamics among groups within the organization to enhance the teamwork and positive behaviour of the employees (Taylor et al., 2015; Taylor, 2004; Landy & Conte, 2016). Thirdly, it has also become apparent that effective management is pivotal to the success of the organization. This must be true as managers throughout the industries spend 75% of the time in communication among teams and team members. Therefore, the managers should be fully equipped to support the employees to better motivate them. Lastly, the organizations must also enhance such working conditions which promote the individual and team behavior towards the tasks. The flexibility of the work is an example of developing positive working conditions for the workers in the organization. This is particularly offered by Cisco where a worker can swap 20% to 100% of their job on permanent or temporary basis and work in different groups in the company. 
2.2.3. Weakness of human relations theory 
The human relations theory has also been criticized for some shortcomings. These are mentioned below (Taylor et al., 2015; Taylor, 2004; Landy & Conte, 2016): 
· Lack of scientific validity. The behaviour of the workers during experiments can be said to have Hawthorne effect i.e., best when observed. 
· It is anti-union and pro-management. It gives little attention to the formal relations while placing significant emphasis on informal relations. 
· The theory fails to take recognize of economic dimension. It is unable to explore the multi-dimensional nature of human motivation. 
· Marxists criticize this theory for exploiting workers for failing to consider economic factors as it overly focuses on happiness. 
· It fails to acknowledge conflict as a creative factor. 
· It fails to consider the environmental factors of workers’ behaviour.
2.2.4. Conclusion 
This section of assignment helped to understand that those who adhere to the human relations theory take the position that an organization is effective when it depends on the quality of relationships among people working in an organization. They believe that the managers must consider the organizational behaviour i.e., the overall interaction taking place within the organization. The basic assumption taken under this approach is that the organization achieves its goals through the people working in the organization. Thus, human relations theory focuses on enhancing the efficiency by appreciating and recognizing the workforce. The emphasis of human relations movement is on social and human factors and encouraging individuals to partake in decision-making. The theory also values the relationships of the workers and job satisfaction. They also believe that the management should communicate and work with the workers to devise a friendly atmosphere in the organization and promote the development and growth of workforce. Additionally, the theory also entails that group or teamwork should be encouraged. 
2.3. [bookmark: _Toc112231832]Internal process theory 
2.3.1. Introduction 
Henri Fayol (1841-1925) introduced the internal process theory which emphasizes on the significance of managerial internal control emanating from the exercise of coordinator and monitor role responsibilities for exerting the authority over humans so that stable hierarchical administration could be maintained (Hayes, 2022). Operational efficiency is achieved by virtue of documentation control, information management, and consolidated continuity and through emphasis on evaluating the process, smooth operations of the organization, and maintaining the hierarchical setup (Nonaka et al., 2008). Fayol highlighted the five main functions of management such as organizing, planning, coordinating, commanding and controlling and devised fourteen principles of good administration. The elements regarded as most critical by Fayol comprised the unity of labour, specialization of workforce, chain of command, and exercising authority routinely for ensuring control (Nonaka et al., 2008). 

Max Weber (1864-1920) is also credited with propagating the idea of ideal bureaucracy to manage large groups. Weber, a renowned sociologist, highlighted the indispensability of bureaucracy that it involves hierarchy, authority, regulations, formal rules and impersonality in application of rules. His ideal bureaucrat is the one who efficiently and neutrally manages the book and follows the order from chain of command in the hierarchy even if they are against his personal convictions (Nonaka et al., 2008; Hayes, 2022). 

2.3.2. Strength and weakness of internal process theory 
[bookmark: _Hlk112054307][bookmark: _Hlk112054331]The internal process model is focused on centralizing the resources to achieve continuity of achievements (Quinn et al., 2000). It is about guidelines and policy for encouraging the continuity and predictability of practice. It provided understanding about the management of records such as reflecting the concern to gain and reuse information (Quinn et al., 2000). The emphasis in it is on rules and regulations against personal preferences, hierarchical structures and division of labour (Wilson & Thomson, 2006). Although the concept of bureaucracy has largely been criticized particularly on the basis that it constrains creativity, but it has also been supported when it enables the workers to improve their productivity which is why it is still largely being used in public sector even in modern times (Quinn et al., 2000). This theory is traditional as it is only focused on stability in organizational and routine working practices which can become the reason of constraint for adopting new technology and practices for effectively  achieving the organizational objectives (Quinn et al., 2000).
2.4. [bookmark: _Toc112231833]Summary 
It is found that open systems theory is all about devolution of authority which means this practice is focused on responsiveness and agility. It is also focused on enhancing the diversity of business approaches. Furthermore, it focuses to increase commercialization that can encourages entrepreneurship and innovation. This theory provides understanding about how collaboration can encourage adaptation and expansion. The human resources theory is focused on orientation of all new staff: This approach is helpful for building the commitment of the staff and increasing their engagement. It intends to enhance the rewards and recognition because Its emphasis is on building the commitment of the staff by recognizing them and rewarding them for their efforts. Furthermore, it’s all about learning and development therefore Its emphasis is on developing the capacity of the staff to become more productive and creative. Finally, the internal process theory is focused on centralization of resources therefore the chief source of consolidation is coordination. The management focus should be on policy and guidelines as it encourages continuing the practice and predictability of practice. It intends to produce records management because it reflects the concern to reuse and retain the information. This assignment helped to learn the strength and weakness of open system, human relation, and internal process theories that increased our understanding about how these theories can effectively in the context of contemporary management.  
[bookmark: _Toc112063197][bookmark: _Toc112143785][bookmark: _Toc112154258][bookmark: _Toc112231834]Table 2.1: Summary of strength and weakness of open system, human relation, and internal process theories 
	Particulars
	Strength of these theories 
	Weakness of these theories 

	Open system theory 
	For ensuring to bring innovation by focusing on environment and external support.   

The organization should be adaptable for organizational changes to that it can bring innovation in organization.  
	It is not a modern theory rather than synthesis of the contribution of many other theories. This theory fails to offer a framework applicable to all organizations.

	Human relation theory
	Increase employee involvement for achieving their level of motivation and commitment. 

Cohesion, commitment, and high morale can increase employee motivation and commitment for organizational objectives. These factors can also increase the development of human resource of organization.
	Lack of scientific validity. It is unable to explore the multi-dimensional nature of human motivation.

	Internal process theory 
	Focus on routine things for achieving the stability in organization. 


The stability and continuity can help to achieve organizational goals. The information, communication, and management can help to achieve control and internal focus.
	It is a traditional theory that just focusing on stability in the organization whereas the organization needs continuous adaptation for survive in a competitive business environment.










3. [bookmark: _Toc112231835]Critical comparison of Apple and Tesla’s management practices

[bookmark: _Hlk112056113]The management practices are about innovations and working methods adopted by management to improve the organizational performance and effectiveness (Berkes et al., 2000). There are some common management practices which are introducing advance technology, empower and increase participation of employees in decision making, focus on ways to improve service quality, and training of employees for human resource development (Berkes et al., 2000). The management styles represent the characteristic ways to make decisions pertinent to subordinates. These represent the efforts, strategies or directions which the managers use to enhance efficiency at the workplace so that the goals of the organization can be achieved (Rudani, 2020; Berkes et al., 2000). This assignment helped to understand which management practices are used by both tesla and apple and how it is aligned with their organizational culture and objectives. 

Tesla was founded by a group of engineers in 2003 who wanted to prove that electric vehicles can be quicker, better and fun to drive than traditional fuel driven cars (Tesla, 2022). Tesla Inc. is an automotive and energy company. Its operations comprise designing, developing, manufacturing, and selling electric vehicles as well as energy generation and storage systems. The prominent models of the vehicles issued by the company comprise Model 3, Model X, Model Y, CyberTruck, Model S, Tesla Roadster, and Tesla Semi. Tesla is also committed towards zero emission for vehicles and believes that the world should stop relying on fossil fuel (Tesla, 2022). 

[bookmark: _Hlk112056232]The CEO of the company, Elon Musk, is keen on maintaining the free and direct flow of communication throughout the company and believes that relying on traditional chain of command system can slow down the organization. He ensured that information throughout the company can travel in any direction at horizontal and vertical levels irrespective of the position or rank (Visconti, 2022). Moreover, he also emphasized on shortest route of information as it gets the job done quickly which is why the organization does not require the information to be passed through chain of command but to be passed on freely throughout the organization (Visconti, 2022). 

Tesla’s management takes the position that an individual worker does not have to talk to someone up in the hierarchy for them to then talk to someone else up above them and so on and so forth. Instead, the people within the organization should be able to talk openly and directly throughout the organization to make the right things happen. Elon Musk believes that by following the strict chain of command for flow of information, dumb things happen in the organization. He believes that free flow of information in the organization adds into the autonomy of the workers which has a motivating effect on them. It also enables the workers to speak out about the problems which need immediate resolving. This then improves the workflow in the organization (Visconti, 2022). 

[bookmark: _Hlk112056596]Apple on the other hand has a different management under its CEO, Tim Cook, compared to when it was under its founder, Steve Jobs (Schmitt, 2022). Jobs was known to have managed the organization through autocratic style and oversaw every operation of the organization, cook on the other hand has allowed autonomy to high-ranking employees of the organization with respect to decision-making. He is known for following the democratic style and cooperation. Moreover, while Jobs focused on innovating continuously whereas Cook focuses on what the company already has and make the most out of it (Schmitt, 2022). 
3.1. [bookmark: _Toc112231836]What types of management styles are being adopted in both selected organizations?
Participative style of management allows employees to partake in decision making (Swearingen, 2017). Participative management involves employees at all levels of the hierarchy in decision-making process (Rolkova & Farkasova, 2015). Although the final word vests with the top manager, the team members are encouraged to give their input in the decision-making process so that solution to the problem can be found. Participative management style focuses on the following: 
· Solving complex problems by encouraging everyone to recommend solutions (Rolkova & Farkasova, 2015; Swearingen, 2017); 
· Improve job satisfaction by empowering employees to give their input in the decision-making process. 
· It is focused on connecting people with their job as they are allowed to give suggestions about making improvements in the role they are doing. 
· It attempts to enhance the knowledge of the team as they partake in collective decision-making process and share their knowledge with each other. 
· In this style free flow of ideas is being promoted and the manager focusing on this style is regarded as competent. 
· This management style also focuses on encouraging respect and trust throughout the team. It takes an honest and open mind for using democratic manager (Rolkova & Farkasova, 2015; Swearingen, 2017); 
· This management style also enhances the strength of the team. Additionally, it enhances the productivity and connectivity of the team. 
· It establishes connection between workers at vertical and horizontal level in the hierarchy. 
· It emphasizes on morality and values. 
· This management style also creates foundation for future. It enhances the knowledge that is available to the team and thereby generates creative solutions. 

It can be argued that both Apple and Tesla are following democratic style of management as the focus of both organizations is on encouraging employees to partake in decision-making; with Tesla focusing more on this than Apple. Both the organizations believe that every employee is highly significant for the organization and their input can be key to solving a problem. Both the organizations encourage the staff members to partake in problem solving by giving their recommendations. It is also pertinent to mention that both organizations are tech giants due to which their managers are technical experts and not just general managers which is why they are able to partake in strategic decision making. It is also believed by the management of both the organizations that experts can be trained to become managers than vice versa. 

3.2. [bookmark: _Toc112231837]How their management styles aligned with their organizational culture and leadership style?
One of the chief management goals positioning Tesla in the leadership position in electric cars industry is push for innovation (Akakpo et al., 2019). The leadership of the company is committed and consistent to provide strategic collaboration and innovation. The participative management of tesla using both collaborative and creative organizational culture which is linked with the human resource relation and open system theory. The one of the reasons is that their focus is to promote free flow of communication, participation of employees to bring news ideas for innovation of technology. The tesla participative management provides training and development to its workforce to increase innovation in the company. Thus, this support for enhancing innovation and teamwork is key to facilitating collaboration among different experts in the electronics, automotive, and software fields. This is also evident from the tweet of Tesla’s founder, Elon Musk, who said that the team at Tesla put their sweat and blood in creating cars and that people will truly love these cars (Akakpo et al., 2019). 
Tesla’s leadership is visionary as it is promoting the culture in the organization which fosters innovation (Khan, 2021). The Elon musk (tesla CEO) is a visionary leader who intends to facilitate human resources of the organization to create innovation. For example, the culture at Tesla facilitates the channeling and maintaining the employees’ capabilities which is key to the strategic advantage of the organization (Khan, 2021; Akakpo et al., 2019). 
The organizational culture of Apple Inc. on the other hand is also collaborative and creative as it can lead towards business success (Meyer, 2022). Its culture fosters business philosophy, beliefs, values, and related behaviors in workforce. It has a culture which motivates the workforce of the organization for supporting different strategic objectives of the organization. For example, its culture is aligned with fostering innovation as innovation is regarded as the key to marketability of Apple products as it launches a new iPhone each year on the basis of better innovation than previous iPhone. Apple Inc. is focusing on improving the cultural characteristics within the organization under the leadership of its previous CEO, Steve Jobs, and the current CEO, Tim Cook, for maximizing the support for human resource in the organization to drive innovation at all levels (Meyer, 2022). The company shaped its organizational culture as a tool to strategically manage its business around the world (Meyer, 2022). 
In a nutshell, both organizations played a participative/democratic management style developing a collaborative and creative culture because their leadership style is visionary and they are focused to enhance the free flow of communication for bringing new ideas which are linked with innovation of technology (Meyer, 2022; Khan, 2021; Akakpo et al., 2019). 
3.3. [bookmark: _Toc112231838]How organizational culture and management styles support and aligned with their strategic direction? 
The culture of both organizations is collaborative and creative. The focus of the cultural features of both the organizations is to maintain a high level of innovation involving the creativity of the workers and a mindset challenging the standards and conventions e.g., in the area of consumer electronics design. The cultural support from within the organization is determinant of its industry leadership and competitiveness particularly in addressing rapid and aggressive product development and technological innovation. The main characteristics of the culture at both organizations comprise creativity, top-notch excellence, innovation, secrecy, and moderate combativeness. 
Top-notch Excellence: The culture of both organizations is marked with the policy of human resource practice of hiring the most competent individuals from the labour market. Both organizations are focused on maintaining and reinforcing culture that appreciates, promotes, and expects top-notch excellence among the employees of the company. Both organizations have institutionalized the cultural traits and have programs in place which acknowledge the reward excellence among workers in technology design. 
Creativity: This cultural characteristic is related to creating new ideas which are helpful for improving the hi-tech business of these organizations and its products. Both organizations encourage creativity among employees to enhance their skills, knowledge, and abilities. This characteristic of the culture at both organizations enables these organizations to enhance creativity as foundation of innovation in the organization so that new consumer electronic products can be released from time to time. The creativity of both organizations is evident from the new features and designs of their products from time to time. Besides creativity, originality is also emphasized in the culture of both organizations to maximize the intellectual properties of the organizations such as patents for electronic and mobile devices. 
Innovation: The culture of both organizations is highly conducive to innovation. The hi-tech business is faced with the need to constantly innovate to stay afloat as the reputation of hi-tech business is to release innovative products from time to time. On the basis of such cultural trait, both Apple Inc. and Tesla Inc. motivate and train their workforce to constantly innovate in their respective positions so that from design to release stage, the innovation can be maintained. Moreover, the culture at both organizations is conducive to ‘rapid innovation’ particularly at Apple Inc. as it releases new key products each year. 
Secrecy: Secrecy is another cultural trait e.g., at Apple Inc. secrecy enabled the organization to maintain the competitiveness of its products such as MacBook by introducing new features from time to time by protecting the intellectual property of the organization. This trait is also a strategic step of keeping the intellectual property and insider information within the organization. This trait is also enforced through the rules, policies, and employment terms in the contract of the employees. In both companies this trait is enforced as the policy of the companies as well to prevent product designs from being leaked out of the organization. 
Moderate combativeness: The culture of both organizations is also marked with moderate combativeness. The feature is associated with combative approach taken by the leadership of both the organizations. Both the organizations randomly challenge the employees to ensure that the workforce remains competitiveness. Moreover, this trait also implies presenting challenging tasks to employees to keep them motivated. 
3.4. [bookmark: _Toc112231839]What are the similarities and differences of culture and management styles in both organizations? 
Both the organizations share some cultural and managerial similarities. For example, the innovation, creativity, and top-notch excellence in the culture of both the organizations supported the leadership position of the organizations in their respective industries. Both businesses are termed as leaders in product design, innovation and consumer electronics. It is due to these cultural characteristics that the human resource of both the organizations is ahead of their competitors. 

The culture at both organizations is conducive to increasing competitiveness of the workforce and strengthening the brand image of the organization. Both the organizations focus on rapid innovation, with Apple Inc. arguably more focused on rapid innovation as it has to release new version of its products on annual basis. Nevertheless, creativity and excellence is the mark of both cultures. Both organizations also pursue democratic style of management although Apple Inc. previously relied on authoritarian style of management under its previous founder and CEO, Steve Jobs. Both the organizations also hold their workforce in paramount importance which is evident from the culture of involving the workforce in decision-making. Here Tesla Inc. is more democratic and encouraging of its workforce to partake in decision-making as it has the culture of open and free flow of information within the organization so that bureaucratic hurdles are removed in decision-making. Thus, it may be argued that employees at Tesla Inc. are more autonomous than employees at Apple Inc. 

Both the organizations also face challenges with respect to their internal culture e.g., the element of secrecy in the culture can inhibit rapport building among workers; although this element may be more profound in Apple Inc. than Tesla Inc. because latter allows free flow of information within the organization. Nevertheless, ‘secrecy’ as a cultural trait has enabled both the organizations to keep their intellectual property safe from being leaked to the outside world and maintain their innovative designs as they are safe from being leaked before official launch of the products. The combativeness can affect the teamwork in the organizations, but it is also important for competitiveness. Therefore, it is recommended that the organizations should ease the combativeness but not eliminate it. Another prominent difference between both organizations is that the CEO of Tesla Inc. likes to lead from front whereas that of Apple Inc. likes to lead through his team. 

4. [bookmark: _Toc112231840]Virtual teams and use of augmented reality (AR) 
[bookmark: _Hlk112057158]Virtual teams represent people working from geographically apart areas but brought together in virtual environment through modern internet and ICT technologies (Flammia et al., 2016). This saves the organizations from the expense and trouble of relocating employees from distant areas to the organization’s core buildings. It has made it possible for the organizations to hire workforce from anywhere in the world. Virtual teams may be hired for temporary, contractual, or permanent positions (Flammia et al., 2016). However, there are certain challenges faced by the organizations with respect to virtual teams such as lack of motivation due to virtual environment, communication issues, environmental or cultural differences as virtual teams are not embodied into the culture of the organization, budgetary issues, uncertainty of response rate with virtual teams, issues of visualization for monitoring performance, and scheduling meetings due to time differences (Flammia et al., 2016). The use of augmented reality (AR) helped to overcome some of these challenges such as the study of Zhao et al. (2019) argued that the use of augmented reality technology helped to improve the performance of virtual teams by organizing a meeting with more clear visualization, helping in virtual presentation, effective management of logistics and advertising, and online controlling of work. 
Another issue that is resolved by the use of AR-enabled the virtual team leader to create a virtual environment where they can monitor their tasks, identify the mistakes, monitor performance and give timely feedback, train and disseminates knowledge to their team, timely guidance and decision making (Zhao et al., 2019; Husár & Knapčíková, 2021). Wise (2016) observed that virtual teams may face challenges entirely different from on-site teams. Thus, management should be used augmented reality technology for accommodating and compassionate to their needs and create a trust-based environment. The virtual teams should be able to seek assistance in a time of need. Wise (2016) observed that it can take some time for trust to build between management and virtual teams. However, goal-setting and constant reporting and contact between management and virtual teams through the use of AR technology can build a trust-based relationship. 

4.1. [bookmark: _Toc112231841]Effective use of augmented reality for resolving trust issues in virtual teams  
‘Trust’ may be defined as the willingness of the party to align with the interest of another party voluntarily and that the actions performed by the either parties would be beneficial to both of them regardless of the control by one party over the other (Mayer et al., 1995). The relationship between trust and technology is of paramount importance in the context of modern working relationships as nowadays workforce of the organization does not necessarily have to come to the organization to work but can work from home and from other remote locations and is connected with the organization through technology (Wise, 2016). Thus, trust in current times is not about physical proximity of the workers with the organization but more about connectivity (Wise, 2016). The use of AR has changed the social dimensions of workplaces (Loijens, 2017). According to Rejeb et al. (2020), the use of AR technology has created the opportunity for cooperative interactions among various stakeholders that increased the level of mutuality and trust. Furthermore, they argued that the use of AR further developed the organizational infrastructure by creating greater connectivity therefore now they are more engaged and performing better (Rejeb et al., 2020). The use of AR technology strengthens the manager to see the workload each employee has and the number of hours each employee has clocked for the organization that ultimately increased the level of trust. 
4.2. [bookmark: _Toc112231842]Employee engagement issues and use of AR technology 
[bookmark: _Hlk112058049]Schaufeli & Salanova (2007) observed that engaged workforce is effectively and energetically connected to their tasks. This takes place through the investment of oneself in the work activities. Kahn (1990) had pointed out that engagement of the workforce represents harnessing the members of the organization to their work roles enabling them to express themselves in their duties cognitively, physically, and emotionally. High employee engagement level enhances the productivity and performance of the employees and resultantly of the organization (Harter et al., 2002). The prominent firms such as Gallup, and Aon also observed that there is positive relationship between engagement and productivity of employees. Hewitt (2005) emphasized that there is a compelling relationship between employee engagement and profitability of the organization. However, the engagement level among virtual team members is usually lower compared to those physically present at the organization. The use of AR technology increased the possibility of employee engagement as it can created the virtual environment that enabled the employer to display the guidance about task progress as well as able to see the real-time location of employee (Wang et al., 2020) therefore now virtual team members are energetically connected to their tasks. 
Dumitru (2021) pointed out the problem with employee engagement i.e., it is difficult to engage employees when they are not at the same place.  Bennett (2022) and Wang et al. (2020) highlighted the use of AR allowed to create visualization for video conferencing that can ensure the virtual participation of all team members by addressing the communication gap issues. Moreover, using applications such as Microsoft OneNote can help virtual team members to collaborate with each other and share ideas. The recent study of Bennett (2022) highlighted that the use of AR technology allowed the organization to virtual monitor and assess the performance of virtual team members therefore now they have become more responsible to engage with their assigned tasks. Mutha & Srivastava (2021) observed that the transformational leadership behaviour to idealize inspiration and influence positively engages the workforce in virtual teams. The findings of their research indicate that the high level of trust among team members positively influences the employee engagement in virtual teams and mediates the relationship between the leadership and the workforce. 
4.3. [bookmark: _Toc112231843]Other virtual team issues and management practices using augmented reality technology  
[bookmark: _Hlk112058105]Gibson & Cohen (2003) highlighted the struggle of virtual teams with distracting environments. The distraction has the effect of diminishing the efficiency of the workforce (Dumitru, 2021). In order to better manage this problem, it is imperative that guidelines and standards are being set for all the workers. Dumitru (2021) pointed out that management of the organization should maintain one-to-one contact with virtual team members and should make it clear to them that working hours are to be followed as strictly in virtual or remote environment as in office environment. While office-based workers have the opportunity of communicating with their management instantly i.e., just few steps apart from them, the virtual team members do not have the same opportunity as the method to communicate with management may require crossing few hurdles e.g., emails, messages, appointment, etc. (Gibson & Cohen, 2003). According to Geroimenko (2020) found that the use of AR technology enabled the one-to-one contact with virtual team members, monitoring and controlling of tasks, real time guidance for tasks, and enable the management to create an environment that is similar to office environment. The use of AR technology similar to face-to-face contact opportunity that positive impact the morale and motivation of the workforce (Geroimenko, 2020). There are various other issues discussed in next section regarding the virtual team members which are resolved by the use of AR technology. 
4.3.1. [bookmark: _Toc112231844]Maintain virtual structure 
Lipnack & Stamps (2008) highlighted the need to maintain a certain schedule of working hours each day even for remote teams just like office-based teams. This ensures consistency and regular engagement of the workforce (Dumitru, 2021). This also enhances the sense of routine among the team members and streamlines the communication among team members. Moreover, it also ensures daily reporting among team members and management of the organization (Dumitru, 2021). However, the use of AR technology allowed the management to create interdependent task, timely interactions, virtual collaboration, better monitoring and assessing the performance of virtual team members during task completion (Bennett, 2022; Geroimenko, 2020).
4.3.2. [bookmark: _Toc112231845]Collaborative and innovative culture 
The use of augmented reality increased the task engagement among virtual teams members which is positively influencing their commitment with the goals and objectives of the organization (Bennett, 2022). Zakaria (2016) observed that despite hiring virtual teams, the culture of the organization should maintain the sense of unity and collaboration among its employees for producing and discussing innovative ideas. The regular use of AR technology increased opportunities for virtual team members to discuss their issues and bring effective solutions for routine problems in task completion. As Zakaria (2016) pointed out that it is not imperative that all workers are present in the same office, it is important that they are all connected together. Both the teams should be able to connect with the management at the same pace so that their sense of belonging and engagement remains intact (DuFrene & Lehman, 2015). The remote workers should have the same ‘open door’ facility for accessing management as the on-site workers. Thus, the management should maintain a calendar with the virtual teams which informs them about the off days and unavailability and the substitute representative. 
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