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Leading Without Borders
 Global Leadership Development Programme
Built for an organisation whose culture, content and customers already span the world: Netflix.
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	SCOPE
190+ countries, all regions
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WHY NOW?
Global reach has outpaced global-ready leadership
Netflix completed its expansion to over 190 countries in 2016, and today serves 300+ million paid subscribers through dedicated leadership across the US & Canada, EMEA, LATAM and APAC, plus a co-CEO structure explicitly designed to share the weight of global decision-making (Brennan, 2018; Fast Company, 2024; FourWeekMBA, 2026 ). That reach is Netflix's greatest strength, and its sharpest leadership challenge. Every regional content lead, policy manager and product owner is, in effect, already a global leader. Few have been formally developed as one.
	300M+
paid subscribers across 190+ countries, with APAC alone growing 38% year-on-year (FourWeekMBA, 2026)
	$370bn
spent globally each year on leadership development, often without a clear line to business results (DDI, 2024)
	9
government-mandated content takedowns navigated across five countries since 2015 (Khurana and Khurana, 2026)



The consequence of under-investment is not neutral, it is compounding. Leadership that is commercially sharp but culturally unprepared drives poor regulator relationships, slower local content decisions and, for a platform whose licence to operate depends on local trust, real commercial exposure (Francis and Bishop, 2015; Mullins, 2019). A recent evidence review of leadership development programmes found that most underperform not because the underlying idea is wrong, but because programmes are poorly designed, poorly disseminated and rarely evaluated against real outcomes (Wilkins et al., 2024). That is precisely the gap this proposal closes.
	The case in one line:  Netflix already operates as a genuinely global platform. This programme ensures its leaders (from regional content VPs to product and policy teams) are equipped to lead as globally as the platform itself performs.



Responsible leadership theory frames this well: leaders of complex, multi-stakeholder organisations succeed by building relationships across a “web” of stakeholders: regulators, local creative communities, telecom partners, subscribers and employees, rather than through positional authority alone (Freeman, 1984; Maak and Pless, 2006). That relational demand is precisely what a global leadership programme should be built to develop. It also sharpens something Netflix already asks of its people: its “Freedom and Responsibility” culture memo gives every employee significant independent judgement (Hastings and Meyer, 2020; About Netflix, 2024), which makes global fluency a governance requirement, not an optional extra.
Organisations with strong, evidence-based leadership development consistently outperform peers on engagement, retention and delivery of strategic goals (Yukl and Gardner, 2020; ROI Institute, 2024). For Netflix, results are measured in subscriber trust and content that travels, which makes the return on this investment more than financial.
WHAT SHOULD BE INCLUDED
Six pillars for a Global Leadership Development Programme
Each pillar reflects an established body of leadership research, translated into practical, work-based development for Netflix's managers, from newly-promoted regional content leads to VPs.
	1. Global Mindset
Building the cognitive flexibility to read opportunity and risk across markets: from APAC's 38% subscriber growth to LATAM's currency headwinds, without losing clarity ( Gregersen, Morrison and Black, 1998; Kedia and Mukherji, 1999; Levy et al., 2007).

	2. Stakeholder & Relationship Leadership
Practical tools for engaging regulators, censorship boards, telecom partners and local creative guilds as legitimate stakeholders, not just approval gates (Freeman, 1984; Abrahams and Morgan, 2017).

	3. Cross-Cultural Communication
Behavioural skill-building, not just awareness, so content and product leads can adapt their style across cultural contexts without losing authenticity (Molinsky, 2013; Ramakrishnan, 2013).

	4. Emotional Intelligence
Self-awareness, self-regulation, empathy and social skill, visible in Netflix's own co-CEO model of mutual deference and transparency, and now teachable at every leadership level (Goleman, 1998; Goleman, Boyatzis and McKee, 2002; Fast Company, 2024).

	5. Contemporary Global Issues
Content moderation across widely differing free-expression and censorship regimes, from takedown requests in Riyadh to a cancelled Turkish original, diversity and inclusion, and platform ethics ( Hollywood Reporter, 2019; Dogru, 2020;  Al Jazeera, 2022; Khurana and Khurana, 2026).

	6. Virtual & Distributed Leadership
Leading dispersed, multi-timezone content, product and policy teams effectively, essential for an organisation coordinated across four global regions (Pullan, 2022).



Delivery follows the evidence on how leaders actually learn: roughly 70% through stretch assignments and real programme work, 20% through coaching and mentoring from senior leaders, and 10% through structured formal learning (Lombardo and Eichinger, 1996). Concretely, that means secondments across regional hubs, a mentoring pairing between local content leads and regional VPs, and a compact formal curriculum, not a programme that lives entirely in a classroom.


THE GLOBAL LEADER'S TOOLKIT
Cross-cultural intelligence is the multiplier competency
Cultural Intelligence (“CQ” ) is the capability to function and lead effectively across culturally diverse settings (Earley and Ang, 2003). Research consistently finds CQ predicts cross-border leadership effectiveness beyond what general intelligence (IQ) or emotional intelligence (EQ) explain alone (Rockstuhl et al., 2011), which is exactly why it sits at the centre of this programme.
The four-factor CQ model (metacognitive, cognitive, motivational and behavioural) is the most widely validated framework for developing culturally effective leaders (Ang and Van Dyne, 2008). Meridian's design extends it with two Netflix-specific dimensions: ethical grounding and relationship fluency.
	●  Metacognitive
	Noticing and adjusting assumptions in the moment

	●  Cognitive
	Knowledge of norms, systems and institutions

	●  Motivational
	Sustained energy for cross-cultural engagement

	●  Behavioural
	Adapting style without losing authenticity

	●  Ethical Grounding *
	Netflix-specific extension: holding a consistent ethical line across differing regulatory regimes

	●  Relationship Fluency *
	Netflix-specific extension: building durable trust with regulators and local creative partners



CQ develops best through structured reflection on international experience, not exposure alone. Leaders who consciously cycle through experience, reflection, conceptualisation and experimentation build CQ fastest and translate it into leadership self-efficacy (Ng, Van Dyne and Ang, 2009). Hofstede's six cultural dimensions: power distance, individualism, masculinity, uncertainty avoidance, long-term orientation and indulgence, give Netflix leaders a shared, practical language for anticipating how content and policy decisions will land differently across markets (Hofstede, 1980; Hofstede, Hofstede and Minkov, 2010).
	Practical takeaway:  a content lead negotiating a local original in Seoul or a regulator's request in Riyadh needs a structured before/during/after reflection cycle benchmarked against Hofstede's dimensions, not a generic “cultural awareness” session.



FROM PILOT TO CULTURE
Disseminating the programme across a 190-country platform
A programme this ambitious fails or succeeds on how it is rolled out, not just how it is designed. Meridian recommends Kotter's eight-stage change process, adapted to Netflix's existing leadership structure (Kotter, 1995; Kotter, 1996).
1.  Create urgency — share the leadership-gap evidence with the Co-CEOs
2.  Build a guiding coalition — regional VPs as programme sponsors
3.  Form the vision — “every Netflix leader, globally fluent”
4.  Communicate widely — cascade through existing regional all-hands
5.  Remove barriers — protected time, manager buy-in, localised materials
6.  Generate short-term wins — a visible three-region pilot cohort
7.  Sustain momentum — expand cohort-by-cohort, region-by-region
8.  Anchor in culture — fold into the next Culture Memo revision
Using Netflix's own structure as the delivery backbone
	Los Gatos HQ — Co-CEO Sponsorship

	US & Canada   •   EMEA   •   LATAM   •   APAC

	Content Leads   •   Product & Policy Leads

	Local Market Teams & Creative Partners


(About Netflix, 2023; About Netflix, 2024; Quartr, 2025)
Given the scale of dispersion, delivery should be predominantly virtual and asynchronous, supported by live regional cohorts and a resident faculty of internal coaches, an approach directly informed by the practice of leading distributed teams (Pullan, 2022). Embedding new leadership behaviours into everyday routines, recognition and storytelling, not just training completion, is what makes change durable (Liddle, 2021).
 THE INVESTMENT CASE
Costs, and the return Netflix can expect
Figures below are illustrative modelling for a 60-leader pilot cohort, built on published leadership-development benchmarks, presented to support leadership discussion, not as final budget figures.
	COST ITEM (PILOT COHORT, YEAR 1)
	INDICATIVE (GBP)

	Programme design and curriculum development
	£38,000

	Facilitation, coaching and regional faculty
	£64,000

	Digital platform and localised learning materials
	£21,000

	Regional pilot delivery (3 regions)
	£42,000

	Evaluation and ROI measurement (Kirkpatrick levels 1–4)
	£15,000

	Total indicative Year 1 investment
	£180,000


Illustrative three-year return curve
	Investment Year 1
	Value Returned Year 1
	Cumulative Year 2
	Cumulative Year 3

	£180k
	£280k
	£420k
	£540k


Illustrative return curve, modelled on published leadership-development ROI benchmarks of 150–250% within 12–24 months (ROI Institute, 2024; Techclass, 2026).
Meridian recommends measuring impact against Kirkpatrick's four levels : reaction, learning, behaviour and organisational results, rather than satisfaction scores alone, and calculating a formal ROI ratio using the Phillips methodology once Year 1 data is available (Phillips, 2003; Kirkpatrick and Kirkpatrick, 2006). For Netflix, the most meaningful “results” metric will not be revenue alone but speed and quality of local content decisions, regulator relationship outcomes, and leader-reported confidence navigating cross-cultural and cross-market situations.
RECOMMENDATION
Approve a three-region pilot, sponsored by the Co-CEOs, reviewed in twelve months.
The evidence base for global leadership development is strong, but the evidence is equally clear that design and dissemination, not good intentions, determine whether a programme changes behaviour (Meadenall, Osland and Bird, 2017; Wilkins et al., 2024). This proposal gives Netflix a programme built specifically for its own structure, culture and global mandate.
	NEXT STEP 1
Co-CEO approval of pilot budget and three sponsoring regions
	NEXT STEP 2
Cohort of 60 leaders nominated by regional VPs
	NEXT STEP 3
12-month review against Kirkpatrick levels 1–4
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