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[bookmark: _Toc93063314]Introduction
The key purpose of the report is to highlight the Human Resource (HR) strategies in Netflix through the lens of change management, Human Resource effectiveness measurement and Leadership development. Additionally, the three aspects of the HR strategies will be analysed coherently in support of the HRM theories and model. The coherent analysis regarding the HR strategies in Netflix will be discussed to reflect the development of value creation, appreciation and sense of belonging towards Netflix. 
[bookmark: _Toc93063315]Company overview
Netflix is one of the world’s leading entertainment services with 214 million paid memberships in over 190 nations enjoying feature films, TV series and documentaries (Aversa et al., 2017). Netflix has been the American subscription streamlining service and Production Company, which initiated the functioning on the 29th day of August in the year 1997. The founder of the globally leading entertainment services with the highest number of memberships from all across the world is Reed Hastings and Marc Randolph. It is to be mentioned that Netflix completes its successful 24 years in the stiff competition-based entertainment services industry. During 2020, the net income of Netflix approximately amounted to US$2.761 billion, out of which the revenue earning in 2020 amounted to US$25 billion (Netflix, 2022). 
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Figure 1: Netflix executive officers chain of command
(Source: Mohan, 2021)
The extensive analysis of the wide range of facts regarding Netflix facilitated in identifying the number of full-time workers during 2020. In the year 2020, approximately 9400 full-time workers performed abilities and skills to steer the success of Netflix at the global platform at a faster speed (Netflix, 2022). Additionally, it is to be mentioned that the stated employee of Netflix during 2020 has been identified as doubled employees functioning in comparison to the human capital strength of Netflix in 2016. The chain of command in Netflix flow from top to bottom and the Chief Legal Officer of Netflix is David Hyman and the Chief Operating Officer of Netflix is Greg Peters. The Chief Marketing Officer of Netflix is Bozoma Saint John. These are the employees performing an executive role in Netflix (Mohan, 2021).  
[bookmark: _Toc93063316]Human Resource Strategies
As opined by Jacob et al. (2020), the Standard Causal Model of HRM has been an effective tool in assessing HR strategies. Therefore, in this research to evaluate the effectiveness of HR strategies of Netflix the specified model will be used efficiently. Precisely, the Standard Causal Model of Human Resource Management (HRM) mainly reflects the HR activities, which are aligned with organisational strategy lead to the business performance. According to this model, HR strategies in Netflix will be effective if the strategy is aligned with the business strategies. 
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Figure 2: Standard Causal Model of HRM
(Source: Jacob et al., 2020) 
In the view of Mohan (2021), the Human Resource strategies and implementation of new policies within the organisational infrastructure of Netflix have been considered valuable to develop a skilled and active employee base, which has been evaluated in support of the Standard Causal Model of HRM. It is to be mentioned that in recent years within the organisational infrastructure of Netflix the HR strategies have been valued to ensure change management, learning, development, and leadership development. According to Agnihotri and Bhattacharya (2021), the Standard Causal Model of HRM the core HR practices within Netflix are inclusive of a set of practices such as providing security to the employees, development of self-managed and effective teams, stimulating fair and performance-based compensation and providing training to the prevailing employee base of Netflix with relevant skills.  Hence, out of the specified HR strategies throughout the research three areas such as change management, leadership development and HR effectiveness measurement is to be discussed to ensure coherent analysis regarding the development of Netflix in the contemporary sphere of business. 
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Figure 3: Netflix's HR strategies that defined the culture of success
(Source: Miguel, 2018)
As opined by McCord (2019), Netflix founder and CEO Reed Hastings have discussed the unconventional HR practices of the company, which benefitted the company is leveraging the success and the success reflected tripled stock from initiation. The core HR strategy that has been included within the organisational infrastructure of Netflix is placing reliance on logic and common sense instead of following the formal policies, which is reflected within Netflix enhanced work environment. 
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Figure 4: Ulrich model
(Source: Bévort and Einarsdottir, 2021)
As depicted by Bévort and Einarsdottir (2021)  The Ulrich model facilitated in focusing on categorising of every influencer of a company's HR policy into one of the four roles such as a strategic partner, agent of change, administrative expert and employee champion. According to Greenwood (2021), the Ulrich model reflected that the policy of prioritising staff retention within Netflix further remained an intrinsic HR strategy, which has been substantiated with the concept or objective of careful hiring of talents that could substantiate the desire of a high-performance workplace. Relatively, in consideration of the Ulrich model, it is to be discussed that such staffing in Netflix has been the agent of change and inclusive segment in the performance measurement policy of the HR department functioning within Netflix.  In nexus to the mentioned HR strategies of Netflix through the lens of The Ulrich Model, it is to be mentioned that CEO Reed Hastings justified that 97% of the employees will do the right thing, which facilitates in developing appropriate employee relations with Netflix and this further contributes to the aspect of employee champion in Netflix (Channe, 2016). In contrast to other companies HR strategies it could be stated that most companies spend endless time and money on the codification of the HR policies to deal with issues, whereas Netflix valued adult-like behaviour such as talking openly about issues with boss, colleagues and subordinates or followers (Bévort and Einarsdottir, 2021). This has been the HR strategy of Netflix, which in other words is considered as the practice of recognising the various aspects in companies with reams of HR strategies.  
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In the view of Rosenbaum et al. (2018), Lewin’s Change management model has been the key factor that outlined the change implementation in Netflix. It is to be highlighted that in recent years after the strike of the unexpected pandemic the HR strategies in Netflix have undergone change management to ensure successful commencement of the business. Precisely, Netflix involved insights on the change of earnest HR strategies to combat the adverse impact of a pandemic. It has been foreseen that in support of Lewin's Change management model, Netflix redefined employee success. Lewin's change management model implemented in Netflix adequately benefitted the HR strategy to believe in the power of people over process (Miguel, 2018). The change management program in support of the specified model reflected that job security has not the prioritised HR strategy in Netflix, whereas the high-performance culture is valued immensely. In nexus to this HR strategy another essential strategy has been emphasised by the Netflix HR department and that is taking smart risks and challenging the prevailing assumptions about an industry. 
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Figure 5: Lewin’s Change management model
(Source: Rosenbaum et al., 2018)
In the view of Tang (2019), Lewin's Change management model is inclusive of three stages, unfreeze, change and refreeze. In consideration of the three distinct stages, the change implementation program within the organisation is prioritised to ensure the desired outcome. It is to highlight, in the stage if unfreeze the need for change is recognised and replacement of the old behaviours is encouraged. Subsequent to the Unfreeze stage the Change stage plays a crucial role and in this part of the change implementation program the planning regarding changes and implementation of the changes, with additional support to an employee for learning new point, which eases the change adaptation appropriately (Rosenbaum et al., 2018). Lastly, Refreeze stage in the model confirms the successful change implementation and stabilisation of the change is valued within this part of the change management model. 
Promoting cooperative behaviour in Netflix has been an intrinsic part of the change management to leverage the integrated work environment all across the functioning sphere of Netflix. Moreover, in support of Lewin's change management model while assessing the need for change, which is included in the first stage of the model that is unfreezing. Netflix assumed that the promotion of an integrated work environment in support of cooperative behaviour will, make the prevailing employee base feel valued and this will subsequently develop the sense of belonging to the organisation (Han and Tran-Thanh, 2018). Relatively, while encouraging the change of behaviours in Netflix as an HR strategy it has been deduced that Netflix is successful with the refreshing approaches to Human resources. Additionally, this further influenced the HR strategies to get rid of the outdated strategies, which fail to provide results such as higher employee retention rate and development of the functioning standard from the highly motivated employee base. 
As referred by Tang (2019), the HR strategy in nexus to the second stage of the change management model is changing managers are considered as visionary towards changing the work culture. It has been assessed that HR strategies are only the element that is steered by the action of the managers in the change stage that make the employees feel valued and develop a sense of belonging towards Netflix. In this stage, the managers have been the brand leaders and engineers towards encouraging the growth of an employee as an individual as much as they care about Netflix. In the view of Garvin (2017), the HR strategy that has been planned to be implemented in the employee base of Netflix to make them feel valued is setting an example of ways to create a work-life balance for their teammates. This has been an HR strategy for Netflix to be implemented because such inclusion of key policy will leverage the motivation and performing ability immensely. 
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Figure 6: Netflix HR strategy is to trust employees
(Source: Garvin, 2017)
The last stage of the change management model is refreezing which mainly attracted the attention of the HR policies in Netflix to place reliance on the element of Trusting employees. According to Garvin (2017), this has been a valuable change in Netflix, which has been implemented in support of the refreeze stage because Netflix tried to inculcate a familial attitude amongst the employees functioning within the organisation. At the same time, the change management in nexus to the HR strategies of Netflix to steer the aspect that employees are appreciated Netflix also trusts the employees to act in its best interest. Netflix and its HR policy acknowledged that through change management to make employees valued and appreciated by trusting them only the company can gain it back in return. 
[bookmark: _Toc93063319]HR effectiveness measurement
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Figure 7: Fiedler's Contingency theory
(Source: Subri et al., 2020)
According to Shala et al. (2021), contingency theory can be analysed as the effective framework to analyse the HR effectiveness within Netflix. The most appropriate style of management is supported by the contingency theory and in support of this, the key HRM theory adopting the policy of hiring able employees and weeding out inefficient ones has been a crucial way. The evaluation of the HR effectiveness measurement is done in Netflix by frequent performance measurement. In Netflix, the frequent performance assessment has been considered as the ritual and on a monthly basis, the performance is reviewed, which substantiates the success of the HR strategy of recruiting the individual and efficient positioning in consideration to the skills and the abilities. As opined by Subri et al. (2020), the HR effectiveness measurement in support of the contingency theory is complied by stating the stackers and the under-contributing employees to leave. On the other hand, the enhanced performing candidates are recognised and praised to set an example among other prevailing human capital. However, it has been the HR strategy of Netflix included the policy of providing hefty severance package to employees, those are discharged from their roles. 
According to Shala et al.  (2021), hiring able employees and weeding out inefficient ones has been a crucial HR strategy followed by Netflix management. The extensive analysis of HR strategy reflected that organisations, which do not understand the fundamentals of hiring, suffer never to gain a competitive position in the fiercely competitive market sphere. Hence, it can be mentioned that Netflix considering the issue of HR strategy mentioned above involved insights on the evaluation of the HR effectiveness. Hence, the HR effectiveness measurement in Netflix has been aligned with the strategy of taking care of managing their employees at the grassroots level by hiring the right people-candidates whose ambitions are aligned with the vision of Netflix and will serve the interest of the organisation (Alashmawy and Yazdanifard, 2019). When the employee during recruitment fits in the criteria mentioned then only Netflix recruits the individual as an employee. In Netflix, the HR effective measurements have been mainly done in support of the cost-per-hire and recruitment channel analysis. 
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Figure 8: Recruitment channel analysis through the recruitment marketing funnel
(Source: Alashmawy and Yazdanifard, 2019)
According to Alashmawy and Yazdanifard (2019), the recruitment channel analysis, in Netflix has been considered as the primary process, which has been coupled with the recruitment marketing funnel as the key tool of assessing the HR effectiveness measurement. The analysis of the HR effectiveness in Netflix has been prioritised to evaluate the impact of HR strategies in the esteemed organisation, which adequately makes the employees after recruitments feel valued. Additionally, in support of the recruitment marketing funnel when Netflix's HR strategy focused on building and managing a pool of talents through developing market intelligence and when the appropriate brand image development has been assessed, it is considered that HR strategy of recruiting right people for the right position within Netflix has been achieved.  As suggested by Jaworski (2021), the HR effectiveness measurement in Netflix is further analysed by drawing contrast regarding the development of a sense of belongingness towards Netflix. Hence, Netflix HR strategy considers encouragement of the people to speculatively apply and build the talent pool, which has clear instructions on the ways candidate can register their interest. 
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Figure 9: Cost per hire framework
(Source: Walford-Wright and Scott-Jackson, 2018)
As opined by Walford-Wright and Scott-Jackson (2018), cost-per-hire has been the HR strategic framework that is fundamentally used to analyse the statistics about the inclusion of capital for recruitment and return gained from the recruitment made by the company. This has been a crucial element or assessment framework, which steers the HR strategies in the organisation regarding the value creation before the employees. In other words, cost per hire has been defined as the recruiting metric, which measures the total amount of money invested divided by the number of hires. Hence, in Netflix, the HR effectiveness measurement is conducted to ensure the valuable approaches implemented by Netflix in the operational sphere for the successful growth of the company.  Therefore, the cost-per-hire appropriately reflects the key ways Netflix placed reliance upon to direct the development of employees, which made them feel appreciated by getting recruited both internal and external (Jaworski, 2021). In nexus to this such recruitment based development in support of the HR strategy in Netflix largely benefitted the organisation making the employees feel valued and appreciated. 
[bookmark: _Toc93063320]Leadership development
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Figure 10: Leadership development in Netflix
(Source: Mohan, 2021)
As referred by Wuryani et al. (2021), situational leadership theory has been the primary element in understanding the ways HR strategy is contributing towards employee value creation and development of the sense of belonging within the prevailing employee base to retain a highly motivated employee base. Context has been valued in developing leaders in the HR strategy of Netflix over the direction. Additionally, it has been assessed that in the leadership development program of Netflix the reliance has been provided to the analysis of the reasons that led the idea towards failure because such analysis immensely boosts the pace of success. 
[bookmark: _Toc93063321]Conclusion
The conclusion can be drawn from the report that HR strategies in Netflix mainly aligned with the business vision. It has been concluded that an employee performs abilities in Netflix and Netflix retains only productive employees. Additionally, change management has been considered as a valuable approach in Netflix for the development of an integrated network. Further, it can be concluded that the employee value creation program and sense of belongingness have been developed by Netflix in support of employee wellbeing through analysis of needs. 
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