
WHAT MAKES A GREAT LEADER?
Emergent Leadership BMSW6101



What makes a great leader? 
[bookmark: _Hlk85891383][bookmark: _Hlk88062698]A definition of leadership is the process of getting people to do their best to achieve a desired result (Armstrong, 2016, pg.4).  Vroom and Jago (2007) describes leadership as a process of motivating others to work to accomplish great things (Holt, Journal of business ethics, 2012). A definition of a great leader is someone who is preparing themselves for the reality of today and all of those unknown possibilities of tomorrow (Torres, 2013.) A great leader should be looking to anticipate change, have a diverse network and be courageous enough to abandon the past (Torres, 2013). Research for the Commission on the Future of Management and Leadership (2014) listed 10 characteristics that leaders need included; clear purpose, strong values, development of people, diversity, communicate at all levels, self-awareness, collaboration, innovative and technologically curious, resilient and a track record of delivering (Armstrong, 2016, pg. 29).  To be able to answer the question of what makes a great leader, the essay will critically discuss the background of Reed Hastings, Hastings is the CEO of Netflix, board member of Facebook and several other non-profit organisations.  Models and theories such as Lewin’s leadership style theory (1939), Bass Transformational leadership theory, French and Raven Power theory (1959), MacGregor’s theory X-Y (1960) Hersey and Blanchard Situational theory (1977), including modern theorist such as Downton (1973) Concept of Transformational leadership and Ryan & Deci Theory of Motivation (1985), will be used to discuss Hasting’s leadership style and traits which will include the leadership strategy and its link with organisational success or failure. Included will be an evaluation of my own personal leadership style, traits and attributes and how I would use these to ensure the success of change of communication procedures within an organisation.
Background of Reed Hastings
Hastings was born in October 1960 in Massachusetts describing himself as an “unremarkable kid” who had a lucky break to get into Stanford University (Hastings,2021) obtaining a master’s degree in computer science. Hasting served in the peace corps as a teacher in Southern Africa; a volunteer program providing social and economic assistance and credits this to his entrepreneurial spirit (Harris, Addicted 2 success, 2015). Hastings spent time with the U.S marines but his eagerness to challenge processes did not fit well. Hastings founded his first company Pure Software in 1991, Hasting’s recognised that he lacked leadership experience as the company grew asking to be replaced as CEO, his request was declined resulting in him having to learn how to lead, and according to Hasting’s it was this refusal that helped him become a better business man (Famous entrepreneur, 2021). Hastings also found the process of hiring the right person for the job one of the biggest challenges. In 1998 Hastings co-founded Netflix with Marc Randolph. Netflix led a revolution in entertainment generating billions of dollars, with an audience of millions in 190 countries. Netflix is credited with a Freedom and Responsibility culture with the culture empowering innovation and excellence.  Netflix culture is available to the public to view so only candidates suitable to Hastings’s culture apply, dismissing his difficulty in recruiting the right people and aligning colleagues with the goals of the organisation, creating a talent density within the organisation. Netflix organisational structure is hierarchal but with modifications which provide flexibility (Anderson, Rancord Society, 2019). Netflix reported a turnover of $25 billion in 2020, up 24% with operating profit increasing 76% to $4.6 billion (Szalai, The Hollywood reporter, 2021). Hastings is active in educational philanthropy donating $1 million in 2006 to reform schools. Hastings was awarded The Henry Crown Leadership Award in 2014, an award for an outstanding leader whose achievements reflect high standards of honour, integrity, industry and philanthropy.
Traits and style of Reed Hastings
Hastings identified as an autocratic leader in his previous role as CEO of Pure Software with a written process in place to stop mistakes throughout the organisation leading to creativity being stifled, which resulted in a change of culture and leadership style at Netflix with a hope to promote flexibility, employee freedom, and innovation (Hastings, Meyer, 2020, pg. xix), and a company culture focused on employee empowerment and independence (Small, Entrepreneur, 2020). As CEO of Netflix 5 things that Hastings believes about the organisation is that no rules rule, employees act in Netflix best interest, there is no vacation policy, no expenses policy, employees share information, and there is a global culture, understanding different nations and belief that a successful culture is where people can disagree openly and move forward with candour and Netflix must inspire not manage (Hastings, YouTube, 2020). The belief that employees will act in the organisations best interest identifies with McGregor’s theory X-Y (1960) with Hastings recognising as having a participative (Y) leadership style through his belief that people will apply self-direction in pursuit of the organisation’s objectives. The organisation all working for the good of the company would fit with alignment leadership. Netflix has 2 unique practices based on the culture of open communication “sunshining” where employees share their mistakes and the “keeper test” where managers are asked if they would fight to retain a colleague (Putter, Forbes, 2018). 
[bookmark: _Hlk87108594]Netflix can be compared to GOOGLE for its strong culture; a strong culture attracts better talent and colleague retention. A simple definition of culture is:  how things are done around here’ (Mullins,2007, pg. 721). A detailed definition of culture is “The collection of traditions, values, policies, beliefs, and attitudes that constitute a pervasive context for everything we do in an organisation “(Mullins, 2007, pg. 721). Netflix, unlike GOOGLE has never succeeded at having a strong Mission statement. A defined mission statement helps employees understand their organisation and what is expected, improving the organisations capacity to excel (Kolomityets, statswiki.unece ,2020). Google describe the catalyst to their culture as: Finding a compelling mission, being transparent and giving people their voice (Dyer, C, 2018, pg.12). 
[bookmark: _Hlk87808361][bookmark: _Hlk88062270]Hastings’ traits assist in identifying his leadership styles, these include his responsibility and determination to make difficult decisions a crucial trait of a leader, his confidence in taking risks and forward thinking with the ability to think outside the box and his intelligence through his experience in this type of organisation contributing to his knowledge. The most common description of Hastings leadership style identifies as transformational using Bernard M. Bass Transformational leadership theory (1985), through his intelligence, confidence and vision. Transformational leaders are measured on their influence on their followers, on how they feel and trust, the loyalty and respect for the leader (Armstrong, 2016 pg.17). James V. Downton created the concept of Transformational leadership, in 1973 examples of these leaders include Steve Jobs, Jeff Bezos and Barack Obama (WGU,2020).  Bass theory (1985) identified Transformation leadership as containing four main elements which can be recognised through Reed Hastings leadership style.
Individualised consideration -leaders show support and empathy followers in turn thrive on self-development and self-motivation
Intellectual stimulation- Team is involved in decisions and encouraged to be creative and innovative
Inspirational motivation- leadership communication is key providing confidence and motivation throughout the team
Idealised influence- charismatic role models have strong values and principles giving the group a respect and trust for each other (Simpson, Bookboon, 2012). 
[bookmark: _Hlk88151968][bookmark: _Hlk88151808][bookmark: _Hlk87809977][bookmark: _Hlk87806889][bookmark: _Hlk87107875]Hastings’s style of leadership has many facets and would also identify as being a democratic leader using Lewin’s leadership style theory (1939), with the way the organisation is empowered to make decisions whilst motivating them to achieve, believing they are able to manage a self-driven work environment, doing what is right for Netflix.  Examples of successful democratic leaders would be General Dwight Eisenhower and Nelson Mandela. Democratic leadership allows team members to be open and share opinions and ideas. A democratic leadership style is considered to be one of the most effective. (Wilson, The success factory, 2019). The advantages of democratic leadership style include allowing for more participation, efficient problem solving, higher level of commitment and increases satisfaction with honest communication (Wilson, The success factory, 2019). A definition of a democratic leader is a very open leadership style that includes group members in the decision-making (Indeed, 2021). Disadvantages to this style are that it can be time consuming by involving people in decision making, colleagues may become resentful if not included in decision making and it requires a team of experts (Lindberg, Leadershipahoy.com, 2021). Hastings’ communication skills were founded through his marriage guidance where he learnt the importance of total commitment to the truth, even when uncomfortable, believing this was the right way to build a company (Scipioni, Makeit, 2020), this can be seen in the company’s culture of feedback.  Formal reviews were replaced with 360-degree reviews believing that regular and honest feedback will achieve good results (McCord, Harvard business review,2014). Constructive feedback can reinforce positive behaviour and maintain a strong culture (HRCENTRAL, 2018). Hastings also listens to feedback, certain that candid feedback needs to be from the top, with Hastings receiving more negative feedback than any other leader in the company (Gallo, INC, 2020). Using a theory such as Norbert Weiner (1942) or Schramm’s model of communication (1948), would ensure Two-way communication which includes feedback to know the message has been received accurately. According to French and Raven Power theory (1959) Hastings leadership power can be recognised as Reward power through the organisations attractive pay and benefits also the company severance package, Expert power can be seen through the high skill and knowledge within the organisation and Referent power where his employees are naturally attracted to his vision and democratic leadership.  Referent power alone is not a good strategy but when combined with Expert power can be very successful (Mind tools, 2021). Using Lewin’s Leadership styles theory (1939), Hasting’s leadership style would also identify as delegative leadership or laissez-faire, through his hands off approach and empowerment of colleagues and his strong vision for the organisation. Tichy and Devanna (1986) identifies transformational leaders as recognising the need for revitalisation, creating a new vision and institutionalizing change (Armstrong, 201,6 pg. 17). The advantages of a transformational strategy are that it encourages employees to look at the greater good of the organization, encourages colleagues and sets clear goals, disadvantages would be that there is the potential to abuse, requires continuous feedback (Thompson, Small business,2019). A Laissez- faire strategy style of leadership has been identified as the least productive, however it can work with regular feedback and a team who are experts at what they do (Cherry, verywellmind, 2021), both of these are included in Netflix’s culture. Advantages of a laissez-faire leadership style are that it encourages innovation, personal growth and allows faster decision making. Richard Branson would identify as Laissez-faire however he differs from Hastings in that Branson offers guidance for colleagues who make mistakes, where Hastings offers generous severance package for adequate performance, as Hastings experiments with both people and products, believing a fast-changing environment needs to let some team members find a place where their skills fit better (McCord, Harvard business review,2014). The severance package has been criticised for providing a culture of fear (Hastings, Meyer, 2020, pg. xv). Disadvantages of Laissez-faire can be the danger of colleagues overstepping the limit, lack of tolerance, and no we feeling (Core.ac.uk,2015). As a laissez-faire leader Hastings identifies as being highly participative involving others in the process and giving full delegation to the team. Similar to the tells, sells, tests, consults, participates of Lewin’s theory, Tannenbaum and Schmidt leadership styles continuum would identify Hastings as having employees who are follower-centred, identifying with reverent power, where employees have decision making freedom. A link with Hasting’s and Hersey and Blanchard Situational leadership theory (1977) can be seen where Netflix employees identify with the delegating aspect of the theory with high maturity having both the ability and the motivation needing little direction. A leadership style that Hastings does not identify with is Lewin’s paternalistic stye of leadership, this can be defined as a leader who acts as a patriarch or matriarch and treats employees as though they are family (Sales, TechTarget, 2016). Hastings openly acknowledges that his aim is to build a strong team, not a family (Hastings, YouTube, 2016). Leadership is often linked to motivation, a definition of motivation is, the process that initiates, guides, and maintains goal- oriented behaviours. Cherry (2020) notes that motivation involves the biological, emotional, social, and cognitive forces that activate behaviour, it is the driving force behind human actions, motivation is a personal thing, some people may require money as a motivator others may require a better work life balance (Hutchinson,2013 p.49). Netflix culture around motivation would fit with the self-determination continuum Ryan & Deci’s theory of motivation (1985) where employees are self-motivated, driven by interest and satisfaction for intrinsic reward and extrinsic motivation (introjected regulation) where motivation is self-driven to protect the ego and internal rewards and punishment (Positive Psychology,2021). Netflix motivation can also be seen in Herzberg’s (1959) two-factor theory which identifies 2 main types of motivation - EXTRINSIC which are pay, and time off and INTRINSIC which are about a personal desire to do well (mindtools, 2020).

Influence of Reed Hastings
 Hasting strategy as a leader identifies as Democratic, Transformational and Laissez-faire with an aim to empower workers, provide transparency and a dream team mentality with direct and honest feedback (Netflix.com,2021). Hastings leadership styles and traits influence the employees through a strong culture, communication and motivation. Organizational culture effects how well or badly an organisation performs, but also how workers feel about their work and their companies (Buchanan and Huczynski, 2017). Transformational leaders motivate people to strive for higher level goals (Armstrong, Stephens, 2005, pg. 14). Democratic leadership style allows colleagues to grow this is seen in the organisations culture of creativity, this also identifies as a facilitative style of leadership. Hastings’ trait to challenge processes can be seen in his creativity.
[bookmark: _Hlk88149837][bookmark: _Hlk87362555]Good communication throughout the organisation helps employees feel empowered linking with a democratic leadership style. The culture of open communication and Hastings’s trait of honesty throughout the company allows trust within the organisation. Employees are encouraged to say what they really think to get feelings, opinions, and feedback out where they can be dealt with (Hastings, Meyer,2020, pg.14).  Without trust, a team will not cooperate, trust brings respect and transparency. Transparency is one of the seven pillars of an effective workplace culture (Dyer, C, 2018, pg.6). The company feedback style can sometimes be seen as critical rather than constructive, lacking empathy, even though Hastings’s description of the feedback is to say what you think with positive intent, not to vent frustration but to improve performance (Gallo, INC, 2020).  A lack of empathy in the workplace can have negative effects on communication and does not allow relationships to be built between colleagues, however empathy in leadership has also been identified as a sign of weakness and can interfere in decision making (Holt, Journal of business ethics,2012). Hastings has been criticised during his time at Netflix for being cold and unconventional in his leadership style with his former partner Randolph claiming, Hastings did not feel what others felt (influencewatch,2021). Goleman (2001) identifies that emotional intelligence is a critical ingredient in leadership (Armstrong, 2016, pg. 10). The open culture and the knowledge that employees are aware before joining the organisation if they do not get the job done, they leave, is identified with Hastings being a transactional leader using Bernard M. Bass Transformational leadership theory (1985) where the severance package is used as the punishment for a transaction not carried out correctly.  Disadvantages of transactional leaders are that it can lead to employee’s lack of motivation and becoming burnt out (Hecki, SME, 2019). These strategies identify how Hastings crafts the successful culture of the organisation, a culture that is described as flexible, fun, collaborative, creative and successful (Greenwood, process.st, 2021).  The flexibility, creativity and collaboration can all be identified through Hastings leaderships style. Motivation is maintained by the talented employees being allowed to be creative and irrelevant policies allowing colleagues more power with the continuous feedback policy allowing transparency (Jenkins, INC, 2021). Highly talented individuals are motivated by being surrounded by other high performers and learning from one another (Hastings, Meyer, 2020, pg. 7).  Looking at the AMO theory-Bartel (2004) Hastings’s style can be seen through Ability- he only employs the best people with appropriate knowledge, Motivation- colleagues are influenced by reward through high pay and flexible working, and Opportunities- where they are able to demonstrate their expertise and ideas.  Motivation at Netflix can also be recognised in Vroom’s expectancy theory (1964) where employees have a positive correlation between their effort and performance with both intrinsic and extrinsic rewards satisfying the need strong enough to make the effort worthwhile. The psychological contract can be recognised through the unwritten rules but expectations between the individual and the organisation.
[bookmark: _Hlk88150001]Hastings has been the only CEO at Netflix with his leadership style remaining consistent which makes it difficult to say if he has lowered employee turnover within the organisation, however the annual employee turnover for Netflix in 2018 was 11% which was below the average of tech firms at 13% with 71% of Netflix employees who would encourage friends to become employees (Greenwood, process.st, 2021). According to a 2017 report Netflix was ranked among the best companies for employee satisfaction (Venkatraman, INC, 2018), and an 88% approval rating on Glassdoor for a positive company environment (leadership institute, 2020). In 2018 tech workers rated Netflix as the No.1 company to work for, and having the second-happiest employees of many thousands ranked (Hastings, Meyer, 2020 pg. xvii). In contrary to these reviews 70 current and former Netflix employees described the culture as ruthless, demoralising, and transparent to the point of dysfunctional” (Putter, Forbes, 2018). 

My Personal style of leadership
[bookmark: _Hlk87968517][bookmark: _Hlk87964818][bookmark: _Hlk87960165][bookmark: _Hlk87965698]To establish my personal ability and be able to execute a leadership role I need to be able to understand my own leadership style and if I would fulfil the key responsibilities of a leader. One of the characteristics of a great leader has been listed as being self-aware, this would be one of the qualities I feel I am missing, lack of self- awareness would hinder my effectiveness and my ability to identify my own weaknesses and strengths both within the organisation and personally. To be able to understand my leaderships style my traits I have completed questionnaires to improve my awareness to be able to identify my strengths and weaknesses. A leadership style questionnaire helped me to identify my style of leadership, this recognised me as a democratic leader, possessing traits which include honesty and fairness. I was recognised as being honest and trustworthy in a leadership trait questionnaire, and not a self-assured leader. On reflection of my past leadership role, I would say that I would have previously been recognised as an autocratic leader and that over time and experience I would agree with my leadership style being principally democratic today, but that I am aware that I still have autocratic styles, this isn’t necessarily a disadvantage as all leaders need to have the ability to adapt and change with  different situations within the organisation, an autocratic leadership style may be beneficial in completing work  effectively with rules in place.  A conceptualizing leadership questionnaire identifies perceive the different aspect of leadership. The emphasis was split into 6 different categories trait, ability, skill, behaviour, relationship and process emphasis.  My leadership style identified with a relationship emphasis which scored highly, identifying that my style is centred on communication rather than my leadership qualities, this style is based on a two-way system of communication rather than top down (US. Corwin,2021). Skill emphasis scored highly too, where my leadership is based on skills and knowledge learnt even without a natural leadership ability, allowing the opportunity to develop and improve my leadership styles with practice and feedback (US. Corwin, 2021), this confirms my continued development to a democratic style. The questionnaire identified me least with ability emphasis which places the emphasis on the leader and their ability is of least importance to my leadership style. As a leader I would bring the skills of open and honest discussion, engaging with all team members and encourage creativity and idea sharing. On completion of my personal values assessment the values identified were fairness, trust and openness (Barrett values centre, 2020). My leadership style would be led by these values, allowing honest and transparent communication to help build trust within the organisation. I would identify my personal style of culture with Handy’s organisational culture (1999) as Zeus/Power culture, dependant on trust and communication (Brown,1998, pg.66), however all organisations will have a degree of all four elements of Handy’s cultures (Mullins, 2007, pg.723). Frequent feedback would ensure all colleagues knew how they were performing and clarify the expectations of the business; however, I would do this privately as I agree with criticisms of Reed Hastings where it is felt that the public feedback lacks empathy and can lead to poor communication and detrimental to relationships within the organisation. My emotional intelligence was recognised as O.K. through an emotional intelligence test recognising, I have good relationships with some but not all colleagues this would be a disadvantage to my leadership style as a great leader needs to be able to communicate at all levels. 
Leading on change
Through my retail environment a request has been made to implement a change in communication processes throughout the organisation during a time of uncertainty through the pandemic, this will improve motivation, team building and bring a feeling of security, tasked with the implementation of change I would ensure all communication would have clarity, correctness, conciseness, courtesy, concreteness, coherent and completeness using the 7’s of effective communication (Mindtools,2021). Using my democratic leadership stye and my traits of honesty and trust:
· Firstly, I would arrange a meeting with all employees to inform them honestly of the challenges the organisation is facing and that there would be the possibility of operational changes reassuring the team of job security 
· Develop a strong mission statement to develop and understanding of the organisations goals and enable effective communication to reach them
· Introduce a two-way system of communication with open and honest 360-degree feedback 
· Provide daily briefings as to what is happening within the organisation keeping open lines of communication throughout the organisation 
· Encourage face to face communication to enable colleagues to read body language to interpret the meaning of communication, considering cultural differences to effectively relay messages
· Use open meetings to give employees the opportunity to share ideas and opinions to how they can assist the changes for themselves and the organisation
· Provide opportunity to communicate praise and reward throughout the team. A simple “thank you” to provide colleague motivation and boost morale to let the team know they are appreciated
· On-line communication tools would provide a fast way of communicating what is going on within the organisation and provide a sense of community
· A discussion forum would assist with communicating different knowledge and skill sets 
· Coaching would be introduced to encourage communication

Conclusion on Leadership
[bookmark: _Hlk89090264]Leadership within an organisation is vital, improving efficiency, providing motivation and direction in achieving the company goals, getting people to do their best to achieve a desired result. A leader will be prepared for todays situations but will also be forward thinking and anticipate changes ahead. Leaders provide an organisation with a clear purpose, strong values, communication and resilience with emotional intelligence a crucial ingredient of a leader.  Democratic leadership style is seen as being the most effective in today’s organisations allowing for more participation, efficient problem solving and increased satisfaction, however the ability to lead with different styles as different situations arise benefits the organisation.  Hastings uses a combination of leadership styles to achieve the successful, innovative culture he desires at Netflix; Democratic, Transformational and Laissez-faire allowing him to adapt different styles when changes within the organisation dictate, his past style of autocratic is outdated has no place in Netflix culture of freedom. Hastings’s traits that identify him as a great leader would be his intelligence, insight, self-confidence and responsibility. The skills these traits bring are the ability to take risks while making decisions, creativity through his intelligence and communication however his style is seen as successful but also ruthless. Transformational is a modern style enabling the leader to show support and empathy to employees, Hastings is criticised as lacking in empathy with his public feedback throughout the organisation, a lack of empathy can have negative effects on communication throughout the organisation.  Laissez-faire style is seen being the least productive style, this style works for Hastings as Netflix employs expert people and gives regular feedback. Leadership is linked to motivation which is a personal thing to each individual. Hastings’ use of both democratic and transformational leadership provides the organisation with motivation. The ability to maintain open and honest communication helps to empower employees linking with a democratic style, the honesty throughout an organisation allows trust, respect and transparency. My own leadership style identifies as democratic; however, I am aware of autocratic styles that would hinder my development in a leadership role through lack of motivation, communication and trust, however autocratic leadership can benefit the organisation in completing work efficiently with rules in place.  My lack of self- awareness would impede my effectiveness and my ability to identify my own weaknesses and strengths both within the organisation and personally. My perception of leadership emphasises on relationships, focusing on communication which is key to democratic leadership. Values which are important to me are fairness, trust, and openness this would allow honest and transparent communication and help to build trust within the organisation. Emotional intelligence identified as being O.K, recognising not all my workplace relationships are good, a disadvantage to a leadership style where communication with all individuals is key. Emotional Intelligence is a skill that I need to develop further as is critical in leadership. This could be achieved through 360-degree feedback from individuals who know me and the way I interact, this feedback would also assist with my self-awareness and managing relationships, both are key components to emotional intelligence.

 

References 

Armstrong, M (2016) ARMSTRONG’S HANDBOOK OF MANAGEMENT AND LEADERSHIP FOR HR 4th ed., London, Kogan page
Armstrong, M and Stephens, T (2005) MANAGEMENT AND LEADERSHIP, London, Kogan page
Azalai, G (2021) ‘Bridgerton’ boost; Netflix U.K. Revenue Jumped in 2020 on Increased Production Despite Pandemic Available at: https://hollywood reporter.com/business/business-news/netflix-britain-revenue-2020-bridgerton-production-1235031797/ (Accessed: 14th November 2021).
Barrett values centre, (2020). Why values are important. Available at: https://www.valuescentre.com/values-are-important/ (Accessed: 12th November 2021).
Brown, A (1998) Organisational Culture, 2nd ed., Harlow: Pearson 
Buchanan, D, A and Huczynski, A (2017) Organizational behaviour, 9th ed., Harlow, Pearson.
Cherry, K (2020) What is motivation? [online]very well mind. Available at: https://www.verywellmind.com/what-is-motivation-2795378  (Accessed: 6th November 2021).
Cherry, K (2021) What is laissez-faire leadership? Available at: https://www.verywellmind.com/what-is-laissez-faire-leadership-2795316
(Accessed:5th November 2021).
Core (2015) The styles of leadership a critical review Available at: https://Core.ac.uk/download/pdf/ (Accessed: 9th November 2021).
Dyer, C (2018) The power of company culture London, Kogan Page Limited
Famous entrepreneurs (2021) Reed Hastings Available at: https://www.famous-entrepreneurs.com/reed-hastings (Accessed: 12th November 2021).
Gallo, C (2020) Why Netflix’s Reed Hastings encourages Candid feedback-and gets it Available at: https://www.inc.com/carmine-gallo/why-netflixs-reed-hastings-encourages-candid-feedback-and-gets-it.html (Accessed: 23rd October 2021).
Greenwood, A (2021) The 4 Netflix HR practices that took us from average to awesome Available at: https://www.process.st/hr-practices/ (Accessed: 9th November 2021).
Harris, J (2015) The Success of Reed Hastings Available at: https://addicted2success.com/entrepreneur-profile/the-success-of-reed-hastings/ (Accessed: 29th November 2021).
Hasting, R (2020) 3 Secrets to Netflix’s success Available at: https://www.ted.com/talks/reed_hastings_3_secrets_to_netflix_s_success (Accessed: 23rd October,2021).
Hastings, R (2015) Blitzscaling16: Reed Hastings on building a streaming empire Available at: https://www.youtube.com/watch/v=jYhp08uuffs (Accessed: 6th November 2021).
Hastings, R, (2020) Reed Hasting’s top 5 lessons being CEO of Netflix Available at: https://you.be/BH-Dq50Cz8Q (Accessed:6th November 2021).
Hastings, R, and Meyer, E (2020) NO RULES RULES Netflix and the culture of reinvention London: WH Allen 
Hecki, J (2019) Leadership styles: Qualities of a great leader Available at: https://www.smestrategy.net/blog/leadership-styles-qualities-of-a-good-leader (Accessed: 17th November 2021).
Holt, S (2012) Empathy in leadership: Appropriate or Misplaced? An empirical study on a topic that is asking for attention Available at: https://link.springer.com/article/10.1007/s10551-011-0951-5 (Accessed: 17th November 2021).
HR CENTRAL (2018) The importance of feedback in the workplace Available at: https://hrcentral.com.au/blog/feedback/ (Accessed: 28th October 2021).
 Hutchinson, S (2013) Performance Management THEORY and PRACTICE, London: Chartered institution of personnel and development.
Indeed (2021) Democratic leadership: definition, pros and cons and examples Available at: https://www.indeed.com/career-advice/career-development/democratic-leadership (Accessed: 27th October 2021).
Influence watch (2021) Reed Hastings Available at: https://www.influencewatch.org/person/reed-hastings/  (Accessed: 31st October 2021).
Jenkins, R (2021) 3 Ways Netflix created a Culture of High-Performing Employees Available at: https://www.inc.com/ryan-jenkins/this-is-how-netflix-built-a-culture-of -highly-motivated-employees.html (Accessed: 9th November 2021).
Kolomityets, T (2020) Organizational culture and its mission, vision and values   Available at: https://statswiki.unece.org/plugins/servlet/mobie?contentld=2799774584#content/view/279774584 (Accessed: 6th November 2021).
Leadership Institute (2020) Success behind Netflix Available at: https://wwww.leadershipinstitute.sg/post/2020/04/03/success-behind-netflix (Accessed: 1st November 2021).
Lindberg, C (2021) Democratic Leadership-Explained by a CEO: Pros/Cons, examples Available at: https://www.leadershipahoy.com/democratic-leadership-what is-it-pros-cons-examples/ (Accessed: 9th November 2021).
McCord, P (2014) How Netflix Reinvented HR Available at: https://hbr.org/2014/01/how-netflix-reinvented-hr (Accessed: 14th November 2021).
Mind tools (2021) French and Raven’s five forms of power Available at: https://www.mindtools.com/pages/article/newLDR_56.htm (Accessed: 5th November 2021).
Mindtools (2021) The 7Cs of Communication Available at: https://www.mindtools.com/pages/videos/7cs-transcript.htm (Accessed:16th November 2021).
Mindtools, (2020) Motivating your team Available at: https://www.mindtools.com/pages/article/motivating-your-team.htm(Accessed: 12th November 2021).
Mullins L, J (2007) Management and Organisational behaviour. 8th ed. Essex, Pearson education limited. 
Netflix (2021) Netflix culture Available at: https://jobsnetflix.com/cultre (Accessed: 9th November 2021).
Positive psychology (2021) Self-determination theory of motivation: why intrinsic motivation matters Available at: https://positivepsychology.com//self-determination-theory/ (Accessed: 6th November 2021).
Putter, B (2018) Netflix’s company culture is not for everybody and that’s exactly as it should be Available at: https://www.forbes.com/sites/brettonputter/2018/12/04/netflixs-company-culture-is-not-for-everybody-and -thats-exactly-as-it-should-be/ (Accessed: 17th November 2021).
Sales, F (2016) paternalistic leadership Available at: https://searchcio.techtarget.com/definition/paternalistic-leadership (Accessed: 6th November 2021).
Scipioni, J (2020) The business lesson Reed Hastings learnt from his marriage guidance counselor that helped shape Netflix Available at: https://www.cnbc.com/20202/09/09/business-lesson-netflixs-reed-hastings-got- from-marriage-counselor.html  (Accessed: 12th November 2021).
Simpson, S (2012) The styles, models & philosophy of leadership Available at: https://bokboon.com/en/the-styles-models-philosophy-of leadership (Accessed: 14th November 2021).
[bookmark: _Hlk88155133]Small, J (2020) 5 Takeaways from Netflix CEO’S new book Available at: https://www.entrepreneur.com/article/355903 (Accessed: 18th November 2021).
Thompson, J (2019) Advantages and disadvantages of transformational leadership Available at: https://www.smallbusiness.chron.com/advantages-disadvantages-transformational-leaders-20979.html (Accessed: 9th November 2021).
Torres, R (2013) What it takes to be a great leader Available at: https://www.ted.com/talks/roselinde_torres_what_it_takes_to_be_a_great_leader?language=en  (Accessed: 21st October 2021).
US. Corwin (2021) Being a leader Available at: https://us.corwin.com/sites/default/files/upm-binaries/24169_Chl.pdf (Accessed: 16th November 2021).
Venkatraman, R (2018) Why Netflix CEO Reed Hasting takes pride in every decision he does not make Available at: https://www.inc.com/rohini-venkatraman/why-netflix-ceo-reed-hastings-takes-pride-in-every-decision-he-doesn’t-make.html (Accessed:1st November 2021).
WGU (2020) A guide to transformational leadership Available at: https://www.wgu.edu/blog/guide-transformational-leadership2008.html (Accessed: 2nd November 2021).
Wilson, G (2021) The advantages of democratic leadership in the workplace Available at: https://www.thesuccessfactory.co.uk/blog/advantages-of-democratic-leadership (Accessed: 9th November 2021).
2

image1.png




image2.png




