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As the global business environment becomes increasingly complex, companies are facing increasing challenges and opportunities. In order to obtain and maintain a leading position in a highly competitive market, organisations not only need a clear strategic design, but also must ensure the effective implementation and continuous improvement of the strategy. Leadership, as one of the key elements in strategy design and implementation, plays a vital role in driving businesses to meet current and future needs. This note analyses the leadership strategies of two world-renowned companies, Disney and Netflix, to delve into their strategic design, implementation and effectiveness, and how they meet the current and future needs of the organisation.
Strategic design usually involves defining the organisation's vision, goals, and paths to drive corporate growth and change. Leadership plays an integral role in this process by setting direction, motivating teams, and allocating resources to ensure the achievement of strategic objectives. Effective leadership is not just about decision-making, but also about guiding the entire organisation toward a common goal.
Both Disney and Netflix leaders exhibit strong transformational leadership traits. Transformational leadership emphasises innovation, inspiring and motivating employees, and improving overall performance by promoting organisational changes (Jaroliya & Gyanchandani, 2022; Nasir et al., 2022). At Disney, Bob Iger has strengthened the company's global competitiveness through strategic acquisitions and digital transformation. At Netflix, Reed Hastings promotes the company to quickly adapt to industry changes through a culture of freedom and responsibility. Both leaders’ success in strategy design and implementation stems from their transformational leadership styles.

Strategy Implementation and Execution
1. Implementation of Talent Strategy
At Disney, talent strategy is considered a core element of successful strategy execution. Its recruitment policy focuses not only on the skills and experience of candidates, but also on people who have a positive attitude towards work (Graham, 2021). Through its diverse and positive recruitment strategy, Disney attracts the best employees from around the world . Netflix has adopted a more flexible talent management model that focuses on individual creativity and responsibility. This model allows employees to grow in a self-directed learning and development environment and quickly adapt to the company's changing needs ​(Patel, 2024).

0. Alignment of organisational culture and leadership
Disney's strategy execution emphasises structured training and continuous professional development to ensure that employees have the necessary skills to execute the strategy (Graham, 2021). This highly unified culture enhances Disney's consistent experience globally, thereby maintaining its brand image. Netflix emphasises employee autonomy and encourages innovation through simplified policies and flexible working methods (Song, 2022). This decentralised management approach demonstrates a high degree of adaptability in the rapidly changing streaming industry, allowing the company to respond quickly to global expansion.

Strategic effectiveness analysis
1. Meet current needs
To meet current organisational needs, both Disney and Netflix have demonstrated unique strategic advantages. Disney's structured organisational culture and robust talent development system ensure the company's continued leadership in the entertainment industry (Williams, 2023). It has further enhanced its content production capabilities through acquisitions and integrations with companies such as Pixar and Marvel (Brassinne & Paque, n.d.). At the same time, Netflix is rapidly occupying the global streaming media market through innovative content creation and data-driven user analysis (Rastogi et al., 2023). Netflix has demonstrated strong flexibility and adaptability in meeting current user needs. 

0. Prospects for future demand
Meeting future needs requires not only that companies maintain their advantages in the current competitive environment, but also that they have the ability to respond to future market changes. According to Daniel (2021), driven by its global expansion and digitalization strategy, Disney has made breakthroughs in the streaming field through platforms such as Disney+. However, in order to meet future challenges, Disney still needs to continue to innovate and reform its traditional business model. On the other hand, Netflix has the potential for continued expansion and innovation with its flexible management system and global content strategy. Despite facing increasing streaming competition from traditional entertainment companies, Netflix still actively responds to changes in global market demand through strategies such as content localization (Goncharenko et al., 2023).

Compare and Difference Analysis
Leadership styles & talent strategies
Disney and Netflix exhibit different leadership styles in the design and implementation of their strategies. Disney's leadership tends to be stable and traditional, emphasising the continuation of brand values and cultural consistency. Netflix’s leadership is more flexible and innovative, focusing on rapid response and adaptation to market changes. In terms of talent strategy, Disney adopts a highly structured training and development strategy, while Netflix encourages employees to fail and learn (Televik, 2024), and grow independently. These differences are directly reflected in the two companies’ different industry positioning and goals. 
Continuous improvement of strategies
The two companies also have different strategies for dealing with changes in the industry. Disney continues to enhance its competitiveness in the global entertainment industry through ongoing acquisitions and integrations (Brassinne & Paque, n.d.). Netflix, on the other hand, has achieved its own rapid growth through innovative technology and global content expansion (Goncharenko et al., 2023). Netflix's flexibility allows it to be more adaptable in the competition (Allegretti et al., 2021), while Disney relies on its strong brand effect and rich content resources to ensure its continued leadership in the global market.

Strategy’s future challenges
Although Disney and Netflix perform well in the current competitive environment, future market changes and technological innovation will pose new challenges to their strategies. With the development of emerging technologies such as artificial intelligence and virtual reality, the production and consumption patterns of the entertainment industry will undergo profound changes. Disney needs to be more agile in responding to these changes, especially how to leverage new technologies to continue to lead the industry as traditional business models face challenges. Netflix needs to maintain content innovation while responding to increasingly fierce competition in the streaming media market and ensuring its continued leadership in the global market (Li, 2023).

In overall, Disney and Netflix respectively represent two successful models of traditional entertainment and emerging streaming media. Disney has ensured its continued leadership in the global entertainment industry through its strong brand value and solid strategic execution. Netflix has quickly become the leader in the global streaming industry through technological innovation and flexible talent management strategies. While both companies differ in their strategy design and implementation, both companies have demonstrated strong leadership and adaptability to effectively respond to current and future organisational needs. In the future, as industry technology advances and market demands change, both companies will need to further adjust and optimise their strategies to ensure continued market competitiveness.
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1.0 Introduction
Effective people strategy is critical for organisational success, influencing not only current performance but also future sustainability. By examining Disney and Netflix’s people strategies, this analysis evaluates how their designs and implementations address current and future needs, fit within competitive contexts and reflect leadership effectiveness. Both companies adopt transformational leadership, which plays a key role in shaping their people strategies.  
2.0 Design, Implementation and Effectiveness of People Strategy
2.1 Disney
Disney’s people strategy is designed to align with its mission of entertaining, informing and inspiring people through storytelling and innovative technology. At Disney, employees are central to delivering the magical experiences that distinguish the company from its competitors. Thus, Disney places strong emphasis on building long-term relationships with its employees, who are seen as essential contributors to the guest experience. Transformational leadership at Disney motivates employees to embody the company’s brand values, ensuring that Cast Members are not only service providers but ambassadors of Disney’s brand, creating an unparalleled experience for customers. The leadership’s focus on inclusivity and support is evident in their structured training programs offered at Disney University, designed to instil the company’s values and maintain consistent service quality across its global operations. This approach creates a positive work environment and ensures employees are well-prepared to meet Disney’s high standards.
	By prioritising structured development and a supportive work culture (Disney, 2022), Disney fosters employee engagement and loyalty, essential in the competitive entertainment industry. Jeremy, a learning and development manager on Disney Cruise Line for 18 years, demonstrates Disney’s commitment to employee development (Brianna, 2024). The consistent training and alignment with brand values ensure that employees contribute directly to creating the “Disney magic” to its customers. However, despite these strengths, Disney faces challenges with employee retention and wage dissatisfaction, highlighted by employee public rallies for fair wages (NBC News, 2024) amid rising living costs (Sainato, 2022) and ranks fourth among competitors in retention rates (Comparably, 2024). This suggests that the strategy may need adjustments to enhance long-term effectiveness. Given that people are at the core of Disney’s service-driven business, improving employee satisfaction through better compensation could further solidify their competitive edge.
2.2 Netflix
Netflix’s people strategy positions employees as key drivers of its competitive advantage. Their strategy is designed to foster innovation, autonomy and high performance, aligning with its goal of staying ahead in content creation and technology. Leadership at Netflix, also adopting a transformational style, focuses on empowering employees to take ownership of their work, innovate and adapt quickly, Netflix ensures that its workforce and respond effectively to industry shifts and technological advancements, and contribute to the company’s success. Unlike Disney, which emphasises structure and consistency, Netflix’s people strategy is centred around flexibility and adaptability, enabling it to remain agile in the fast-paced entertainment industry. Netflix’s “Keeper Test” is a key part of it people strategy, where managers evaluate employees based on their contributions and overall impact on the company (Netflix Jobs, n.d.-a). This system ensures that only high performers remain with the company, which aligns with Netflix’s emphasis on maintaining a high standard of talent. Compensation at Netflix is similarly flexible, with stock options and bonuses (Netflix Jobs, n.d.-b) tied to results and individual contributions. 
In terms of effectiveness, the company’s strategy has proven effective in maintaining high employee retention rate of 95% in recent years (Coker, 2023) and driving innovation. By prioritising autonomy and performance, Netflix has created a culture where employees are motivated to excel, take risks and learn continuously, contributing to its global success. The flexibility in training and compensation reflects the transformational leadership style that supports employee independence (Ehrnrooth, Barner‐Rasmussen, Koveshnikov & Törnroos, 2021) and results-oriented performance, which fosters innovation and helps Netflix stay competitive in the evolving entertainment landscape.  However, the less structured support may pose challenges for employees who prefer more guidance. Nonetheless, Netflix’s strategy is a great fit for its goal of leading the way in content creation and technology.
3.0 Meeting Future Organisational Needs
Disney and Netflix should build on their strengths and address emerging HR trends to remain competitive. Their current people strategies position them well, but strategic enhancements are necessary.
3.1 Holistic Financial Well-Being
As concerns about mental health and financial security grow (Meister, 2024), companies must prioritise holistic financial well-being to retain top talent. This includes competitive salaries and comprehensive benefits packages. Both companies’ compensation policies support employees’ financial well-being, whereby Disney offers extensive benefits, and Netflix focuses on performance and flexibility. However, Disney faces wage dissatisfaction, indicating room for improvement in its wage structure. Both companies should consider expanding their financial well-being programs to include more comprehensive mental health support and financial planning resources. Offering services like mental health counselling, debt management assistance, and financial literacy workshops can help employees manage stress and plan for long-term financial security. Integrating these offerings will not only improve employee well-being but also contribute to higher retention rates and stronger engagement, reinforcing the role of people as a competitive advantage source.
3.2 Importance of Cognitive Skills
Disney and Netflix must recognise the increasing importance of cognitive skills as generative AI advances (Meister, 2024). Cognitive skills like critical thinking, problem-solving and creativity will become even more valuable as AI handles more routine tasks. Disney’s focus on creativity and innovation aligns with the growing need for cognitive skills, as seen in their training programs. Similarly, Netflix’s decentralised approach to training and development encourages decision-making and innovation, fostering cognitive skills like problem-solving and adaptability in a rapidly evolving technological environment. To further prepare for the increasing importance of cognitive skills, both companies should expand their development programs to include more specialised training in areas like data-driven decision-making, digital literacy and strategic thinking. This would enhance employees’ ability to collaborate effectively with AI technologies, ensuring that human talent remains a key competitive advantage in delivering both innovative content and exceptional customer experiences.
4.0 Conclusion
Both Disney and Netflix have designed people strategies that align with their business-specific aims, yet their priorities reflect the unique contexts in which they operate. Disney's structured approach emphasizes consistency and long-term relationships to ensure that employees contribute to its mission of delivering magical experiences. Netflix, with its focus on autonomy and innovation, empowers employees to drive technological and creative advancements. Despite their differences, both companies demonstrate that people are a source of competitive advantage, with their employees playing a crucial role in maintaining their leadership positions in the entertainment industry. As the future brings new challenges and opportunities, these companies must continue evolving their people strategies to address emerging trends, from holistic financial well-being to cognitive skills importance, to remain competitive and sustain their growth.
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1.0 Introduction
In today’s dynamic business environment and an increasingly competitive market, effective people strategies are crucial for organizational success. This paper focuses on the people strategy of Disney and Netflix, both titans in the entertainment industry. Disney with its history of operations worldwide and Netflix as one of the leaders in the field of streaming business offer two different strategies of work. This approach is in line with Disney’s heritage and brand identity, essentially standing in contrast to the contemporary dynamism characteristic of Netflix. Evaluating their strategies provides insights into how each company aligns its people practices with its broader business objectives and adapts to emerging challenges. The method aims at analyzing how they design, implement, and progress their people strategies in fulfilling the current and future organizational requirements.

2.0 Design, Implementation & Effectiveness of People Strategy
2.1 Disney
Disney’s approach to people strategy is conventional and quite sound, and the talent management and development are well structured. It is intimately associated with its mandate of delivering unique experiences by telling stories and using technology. Recruitment stresses working experience and also personal values, beliefs, and perceptions that satisfy Disney’s “Disney Magic”. Training and development are effectively organized with ample funding for talent management through the Disney University Extensive Training Programs (Teng, 2017). Another strategy of leadership at Disney especially under Bob Iger has mainly focused on acquisitions as a way to increase talent pools and expand content creation (Wise, 2014). This has been been the main reason that they have been able to sustain competition within the entertainment industry (Kumar & Upadhyay, n. d.). 
The organizational culture can be effectively implemented in divisions by managing a centralized and consistent structure. This ensures that there is a good cultural match and leadership so that employees are ready to implement corporate strategy. This stability has helped Disney to sustain its brand equity and stay as the market leader. Nevertheless, the efficacy of the strategy, which Disney has brought into play, is somewhat contingent upon the adherence to a model that could prove rather rigid to create for the alterations in technology. Lack of wage satisfaction, employee retention issues revealed in the recent public rallies indicate topics to be addressed (Li & Hu, 2022). While the company has implemented numerous planned developments for its employees, there is an increasing concern regarding salary competitiveness to cope with the living expenses and increased turnover rates. Eradicating these problems could probably go a notch up Disney’s efficiency in the acquisition of experts, which is considerably critical in a competitive market place.

2.2 Netflix
Netflix organizational culture and management style are flexible, implemented based on innovation, and decentralize employee decision-making power. This strategy corresponds to the company’s necessity to remain competitive in terms of content creation and the technologies that underpin it. This is evident under the transformation leadership of Reed Hastings (Manu, 2022). Netflix providing relatively less structure and direction compared to Disney providing formal training. An example of Netflix’s execution of this strategy can be observed by its “Freedom and Responsibility” approach, which gives its employees liberty but does not spare them from consequences resulting from their actions (Souza & Romero, 2021). This framework is supported by the “Keeper Test,” where managers decide if an employee is a ‘keeper’ or not depending on their performance and worth (Hasting & Meyer, 2020). This system ensures that only high performers stay with the company, aligning with Netflix’s focus on maintaining a high standard of talent.
Regarding remuneration, Netflix provides variable scales of subscriptions with the opportunity for employees to own stocks and bonuses based on performance. This approach complements the company’s focus on performance and output as regards to every employee. The flexibility in compensation and development opportunities outlined here indicates Netflix’s effort to cultivate added-value human capital and achieve high turnover. The company’s decentralized approach to management and its focus on employee autonomy have created a culture conducive to rapid adaptation and creativity (Klimowicz, 2024). However, this less structured support system may pose challenges for employees who thrive on more guidance and structured development. Despite this, the effectiveness of Netflix's people strategy lies in its ability to scale globally and meet dynamic market needs, making it a leader in content creation and user experience.

3.0 Meeting Future Organisational Needs
3.1 Disney
To meet future demands, Disney must implement digital expansion using Virtual Reality and Artificial Intelligence (Sharma, et al., 2023). Integrating data analytics into recruitment and performance management processes can help Disney better understand employee needs and preferences, allowing for more tailored and effective people strategies such as Human Resources Informatics System (HRIS). Enhancing digital training and development programs to include emerging technologies and skills will also be crucial in maintaining Disney’s competitive edge. 
Apart from integrating contemporary trends and technologies. One critical area is the adoption of holistic financial well-being programs. As employees increasingly prioritize mental health and financial security, Disney’s compensation policies must evolve to address these concerns comprehensively. Expanding benefits to include mental health support, financial planning resources, and debt management assistance could improve employee satisfaction and retention.
One of the major shifts in Disney’s HR approach has been the incorporation of flexible and remote work models. Particularly in its media and technology sectors, Disney has embraced hybrid working arrangements, allowing employees more flexibility while ensuring the continuity of its creative and development processes (Hart, 2023). For areas like its theme parks, however, this flexibility is limited due to the need for in-person staff to maintain operations, requiring careful workforce planning to adapt to fluctuating customer demand.

3.2 Netflix
Netflix is well-positioned to meet future organizational needs due to its flexibility and proactive talent management strategies. As the company expands into new markets, Netflix continues to innovate with content localization, data analytics, and personalized recommendations (Hsiao, 2024). Netflix’s talent strategy, focused on continuous learning and risk-taking, aligns well with the evolving demands of the global media market. One area of focus should be the development of cognitive skills, as advancements in AI, Big Data and automation increase the importance of skills like critical thinking and problem-solving. Expanding training programs to include specialized courses in data-driven decision-making and strategic thinking will enhance employees' ability to navigate an increasingly complex technological landscape. With this, Netflix ensures that it remains at the forefront of content creation and operational efficiency, meeting future organizational needs with a forward-thinking approach.
One of the most significant shifts in Netflix’s people strategy has been its embrace of remote work and the expansion of its global talent pool. Netflix’s  decision to fully integrate remote work allows it to access talent from around the world, aligning with its strategy to produce diverse, region-specific content. This flexibility in work arrangements has become a critical part of Netflix’s ability to remain agile and responsive to the global entertainment market. Employee well-being is another core focus for Netflix in the wake of the pandemic (Van Rooyen & Pathak, 2021). The company has long offered employee benefits such as unlimited paid time off, but these initiatives have taken on new importance post-pandemic, as burnout and mental health challenges have become more prevalent. Netflix’s investment in mental health resources and well-being programs ensures that employees are supported, fostering a positive work environment that allows for creativity and innovation to thrive.

4.0 Conclusion
Disney and Netflix portray two highly efficient people strategies but with different orientations depending on the business model and the market environment. Disney controls and stabilizes organization processes and is strong in traditional media entertainment, while Netflix offers a creative and adaptive culture to swiftly respond to new market challenges. While each of these companies has different issues concerning requirements in the future and necessary measures, people management remains a priority for gaining competitive advantage. This comparison is eye-opening, in that, ‘people’ is a critical source of a competitive edge for any company, irrespective of the market it operates in.
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