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Netflix implemented a groundbreaking method of performance management that completely eliminated the conventional practice of annual, semi-annual, or quarterly reviews. Instead, Netflix promotes a culture of regular feedback among its managers and staff, rather than relying just on an annual formal evaluation cycle. Netflix can employ a more flexible and responsive approach to continuously assess performance. This strategy cultivates a high-performance culture that requires individuals to take responsibility for their own growth and development, as well as actively seek input from others. Netflix's 'continuous' feedback strategy instills trust in employees that their performance and opportunities for development will always be monitored and addressed. 
Netflix's 'Keeper Test' is an integral component of the company's performance management system. Managers are required to respond to the following question for each of their employees: 'If this individual expressed their want to go, would I be willing to engage in a conflict to retain them?' No Rules Rules, 2020 Managers are regularly required to evaluate whether their teams are making a significant contribution to the high value that Netflix aims to provide. If employees stop doing so, they are expected to depart. The Keeper Test serves as an alternative to traditional appraisal methods, assessing employees (assuming they are ambitious) based on their ability to influence others through impression management and expectation theory. Netflix uses the Keeper Test instead of investing in complex bureaucratic systems like most businesses do during evaluation sessions. The Keeper Test helps identify employees who satisfy the high-performance benchmark. Netflix is able to adapt quickly to the continually changing business by receiving honest and immediate feedback on performance. This feedback also serves as a constant source of motivation for staff to excel. 
Regarding money, Netflix's payout plan is also innovative. As stated in the company's revered manifestos, they compensate each of its employees at the highest level inside the market (Hastings Meyer, 2020). Instead of relying on promotions or bonuses within predefined salary ranges, the corporation utilises a small set of questions grounded in market data to consistently pay its employees either at or above the prevailing market rate (Feldman, 2021). This not only attracts exceptional individuals but also guarantees that the organisation retains top talent by compensating them according to their true value, without the need to wait for a promotion or review cycle. Furthermore, employees are given the option to receive payment in either stock or cash, based on their individual financial requirements and risk tolerance, even if the payment is made at the prevailing market rate. 
Employees maintain high levels of motivation due to the combination of ongoing feedback and competitive compensation. Employees are extremely engaged since the entire focus is on delivering results, and the absence of conventional performance evaluations guarantees this. The effectiveness of this approach is supported by the fact that the absence of conventional employee performance evaluations does not appear to adversely affect Netflix's competitiveness in the rapidly evolving streaming sector. It is stated that Netflix is actively and strategically participating in order to achieve victory. The concept suggests that if employees are provided with ongoing feedback and incentives that are competitive in the market, then there is no need for regular performance evaluations. Furthermore, these incentive structures help to maintain high levels of motivation among employees. The result is a firm that constantly measures and encourages performance, ensuring that Netflix maintains a competitive advantage in terms of speed, revenue generation, and market share.
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Disney+, a relatively young player in the streaming industry, falls under the larger organisation of The Walt Disney Company, which has historically utilised a more rigid method for managing employee performance. In the past, Disney conducted yearly performance reviews using predetermined metrics and evaluation periods. Nevertheless, due to the emergence of Disney+, the corporation has been modifying its performance management strategy to more effectively correspond with the rapidly changing digital landscape. Disney+ has implemented more adaptable review procedures in recent years to accommodate the ever-changing requirements of its digital teams. As an example, the organisation is transitioning towards more frequent interactions between managers and employees, enabling ongoing input that aligns with the dynamic nature of content production and digital innovation (Smith & Sorenson, 2021).
Disney+ continues to incorporate aspects of conventional performance management, specifically by emphasising well-defined objectives and key performance indicators (KPIs). The organisation establishes explicit performance standards for its teams, namely those involved in content production and marketing, in order to guarantee that they are in line with the company's strategic goals. Disney+ is adapting its performance management strategy to foster creativity and ensure that employees are held responsible for achieving company objectives as the platform continues to expand. Nevertheless, the process of transitioning has encountered difficulties, since the task of reconciling conventional frameworks with the requirement for adaptability can generate strain among teams accustomed to more inflexible evaluation systems (Rowe, 2020).
Disney+ aligns its pay systems with those of The Walt Disney Company, aiming to strike a balance between traditional reward methods and contemporary requirements. Similar to numerous conventional corporations, Disney has traditionally adhered to a hierarchical compensation system that is determined by factors such as employment position, length of service, and performance criteria. Disney+ has modified these frameworks to guarantee competitive remuneration in the digital media industry. In order to attract highly skilled individuals, especially in fields like as software development and digital marketing, Disney+ has implemented more adaptable compensation plans, which include stock options, bonuses, and performance-based rewards, as it faces competition from newer technology companies (Disney, 2020).
Disney+ faces the difficulty of finding a balance between its traditional methods of remuneration and the requirement for more flexible and performance-driven payment systems. Disney+ has made advancements in providing more fair remuneration packages, but its traditional frameworks can hinder its agility compared to companies such as Netflix. Disney+ has demonstrated a dedication to adapting its payment system to align with the shifting market conditions, providing its employees with a combination of stability and potential for advancement (Chavez, 2023).
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The performance management and pay techniques of Netflix and Disney+ are tailored to align with the distinct phases of their corporate growth and business environments. Netflix, being a disruptive force in the entertainment industry, has wholeheartedly adopted a versatile, instantaneous feedback system that is in line with its dynamic business strategy. By employing this method, Netflix is able to maintain its flexibility, as ongoing input guarantees that both the organisation and its staff can readily adjust to evolving industry requirements. Netflix cultivates a culture of exceptional performance, creativity, and individual accountability by abolishing conventional yearly evaluations and linking compensation to market rates (Hastings & Meyer, 2020). This strategy also provides Netflix with a competitive edge in keeping highly skilled staff, as it allows them to feel empowered and rewarded without the limitations of hierarchical advancement schemes.
Disney+ is currently managing the conflict between its conventional origins and the requirements of contemporary digital media. The company's transition towards more adaptable performance management and compensation models is hindered by its existing legacy structures, resulting in a delayed transformation process. Disney+ maintains its reliance on conventional measures and evaluation periods, while also implementing more frequent feedback loops and competitive reward packages to sustain its appeal in the digital realm (Smith & Sorenson, 2021). Although Disney's method is effective in its highly organised corporate setting, it lacks the flexibility and adaptability demonstrated by Netflix's performance management and compensation strategies.
The tactics of both firms are specifically tailored to correspond with their individual business objectives and competitive environments. Netflix's real-time feedback system facilitates its requirement for continuous innovation and adaptability in an intensely competitive streaming business. Disney+'s strategy demonstrates its imperative to maintain a harmonious equilibrium between innovation and responsibility while it pursues growth in the digital realm. Disney's performance management system incorporates traditional features to provide stability, while also implementing dynamic pay structures to attract highly skilled individuals in a competitive sector (Chavez, 2023).
Netflix's method is arguably more effective in motivating top performers. The emphasis on ongoing feedback and compensation based on market standards provides rapid acknowledgement and incentive, leading to increased engagement and performance. Disney+ is currently in the process of shifting towards a more adaptable system. Although it has made progress in improving its performance management and pay structures, it is encountering difficulties in keeping pace with the fast-changing nature of digital media. As the two organisations expand, their success in attracting and retaining highly skilled employees will rely on their proficiency in aligning their performance management and compensation strategies with the ever-changing demands of the market (Rowe, 2020).
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