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Human Resource Management (HRM) is vital to organizations because it manages personnel and supports strategic objectives. managing employees and supporting overall organisational performance. Key HR functions such as recruitment, training and development, performance management, and employee relations help organisations build a capable and motivated workforce aligned with business objectives (Armstrong, 2020; Torrington et al., 2020). In global organisations, HRM becomes more complex due to the need to manage employees across different cultural, legal, and economic environments.
HR practices are influenced by both external and internal environmental factors. External forces such as political regulation, economic conditions, technological developments, and social changes affect how organisations attract, manage, and retain employees (Chartered Institute of Personnel and Development, 2025; World Economic Forum, 2023). At the same time, internal factors, including organisational culture, leadership, and structure, have an essential influence in determining the effectiveness with which HR strategies are implemented (Storey, 2014). The interaction between these factors creates both opportunities and challenges for HR managers in global organisations.
This report examines how internal and external environmental forces shape HR practices, using Netflix as a case study. Netflix operates in a highly competitive and technology-driven industry, where digital innovation and global expansion are central to its success (Netflix, 2025a). The organisation is also known for its strong organisational culture, which emphasises performance, flexibility, and employee responsibility (Netflix, 2025b).
The report will apply the PESTLE framework to analyse external influences and will also consider internal organisational factors. It will argue that HR practices at Netflix are shaped not only by external pressures but also by internal strategic priorities and organisational culture.
[bookmark: _Toc228350388]Business Environment and HR Influences
Understanding the organisational environment is essential for analysing how Human Resource Management (HRM) practices are shaped in global organisations such as Netflix. The PESTLE framework is commonly used to examine external influences, including political, economic, social, technological, legal, and environmental factors (Chartered Institute of Personnel and Development, 2025). While this model provides a useful overview, its ability to fully explain HR practices is limited, as it tends to focus on external pressures without considering how organisations interpret and respond to them.
Political and legal factors significantly influence HRM, particularly for organisations operating across multiple countries. Netflix must comply with different employment laws, data protection regulations, and content restrictions, which can affect HR policies and workforce management. However, it can be argued that PESTLE presents these factors as fixed constraints, whereas organisations often have some flexibility in how they respond to regulatory environments (Brewster et al., 2016). This suggests that external pressures do not determine HR practices directly, but rather shape the context in which decisions are made.
Economic factors also significantly influence HR strategies. Competitive pressures and changing market conditions influence recruitment, reward systems, and workforce planning (Armstrong, 2020). For example, in a highly competitive industry, Netflix must continue investing in skilled employees to maintain its position. However, this creates tension between cost control and talent investment, highlighting that economic factors do not lead to straightforward HR decisions but require strategic judgement.
Technological developments are particularly important for Netflix, as it operates in a digital platform environment. Advances in data analytics, streaming technology, and artificial intelligence influence both the type of employees required and the way HR practices are implemented (Harney and Collings, 2024). While PESTLE identifies technology as an external factor, it does not fully capture how organisations such as Netflix actively use technology to shape their strategies, suggesting a more dynamic relationship between external forces and organisational action.
Social factors, including changing employee expectations and global workforce diversity, also influence HR practices. Employees increasingly expect flexibility, career development, and meaningful work, which organisations must address to remain competitive (Bratton and Gold, 2017). However, these expectations are not uniform across all regions, meaning that HR practices cannot be easily standardised in global organisations.
Despite its usefulness, the PESTLE framework has been criticised for its lack of depth, particularly its limited consideration of internal organisational factors (Storey, 2014). Elements such as organisational culture, leadership, and strategic priorities are vital in shaping how external pressures are perceived and handled. Therefore, while PESTLE provides a useful starting point, it should be used alongside an understanding of internal dynamics.
Overall, HRM at Netflix is shaped by both external and internal factors. However, the extent to which these factors influence organisational outcomes depends on how effectively they are managed within the organisation.
[bookmark: _Toc228350389]Human Resource Approach at Netflix
Netflix operates in a highly competitive and fast-changing digital environment, and its Human Resource Management (HRM) practices reflect this context. Unlike more traditional organisations, Netflix places strong emphasis on organisational culture, particularly its well-known “freedom and responsibility” approach, which encourages employees to take ownership of their work and perform at a high level (Netflix, 2025b). This suggests that HRM is not only concerned with managing employees but also with shaping behaviour and performance through cultural expectations.
A key argument is that Netflix adopts a talent-focused approach in which high performance is prioritised over job security. This aligns with the idea that organisations seek to build a competitive advantage through effective talent management (Cappelli and Keller, 2014). However, this approach can also be criticised, as it may create pressure on employees and reduce long-term job stability. This highlights a tension within HRM between achieving organisational performance and maintaining employee well-being.
In addition, Netflix’s global expansion requires HR managers to navigate cultural diversity and diverse labour markets. While the company promotes a consistent organisational culture, it may not always be easily applied across different countries. This supports the argument that internal factors, such as culture and leadership, shape HR practices, but their effectiveness may vary with external conditions (Storey, 2014).
Overall, Netflix demonstrates that HRM can be used as a strategic tool to drive organisational performance. However, its effectiveness depends on how well the organisation balances performance expectations with employee needs, particularly in a global context.
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The application of the PESTLE framework to Netflix highlights how external environmental factors influence Human Resource Management (HRM) practices within a global organisation. However, it can be argued that these factors do not directly determine HR strategies, as their impact is shaped by internal organisational characteristics such as culture, leadership, and strategic priorities.
Political and legal factors are important for Netflix due to its global operations. The company must comply with different employment laws, data protection regulations, and content restrictions across countries. These differences can affect HR practices, including recruitment, contracts, and employee rights (Brewster et al., 2016). However, while PESTLE suggests that organisations are constrained by these factors, in reality, companies like Netflix often adapt their strategies to manage regulatory challenges. This indicates that HR managers play an active role in interpreting legal requirements rather than simply responding to them.
Economic factors also influence HR decision-making at Netflix. The company operates in a highly competitive industry, where financial performance and market conditions affect hiring decisions and workforce planning. For example, during periods of economic uncertainty, organisations may reduce costs by limiting recruitment or restructuring roles (Armstrong, 2020). However, Netflix must also invest in skilled employees, particularly in content production and technology, to remain competitive. This creates tension between cost control and talent investment, suggesting that economic factors call for strategic decision-making rather than automatic responses.
Technological factors are particularly significant in shaping HR practices at Netflix. As a digital streaming platform, the company relies heavily on technology, including data analytics, algorithms, and artificial intelligence. These technologies influence both the types of employees required and the way HR practices are implemented (Harney and Collings, 2024). For example, Netflix needs highly skilled employees in areas such as software development and data science. However, while PESTLE identifies technology as an external factor, it does not fully capture how organisations like Netflix actively use technology to shape their business strategies. This suggests that technological factors are not only external pressures but also tools that organisations use to create competitive advantage.
Social factors are also crucial in modelling HR practices. Changing audience preferences and employee expectations influence how Netflix operates. Employees increasingly expect flexibility, career development, and meaningful work, which organisations must provide to attract and retain talent (Bratton and Gold, 2017). In addition, Netflix operates across multiple cultures, creating challenges for HR managers in designing policies suitable for different regions. This highlights the difficulty of applying standardised HR practices in a global organisation.
Environmental factors are less central to Netflix compared to other industries, but they still have some relevance. For example, the production of films and series can have environmental impacts, and organisations may face pressure to adopt more sustainable practices. While this may not be a primary concern for HRM, it can influence organisational values and employee engagement. This suggests that even less dominant factors within PESTLE can still have indirect effects on HR practices.
Despite its usefulness, the PESTLE framework has several limitations. It tends to treat external factors as separate and stable, whereas in reality they are interconnected and constantly changing (Yüksel, 2012). For example, technological developments can influence social expectations, while economic conditions can affect political decisions. This makes it difficult to analyse each factor independently. In addition, the model does not fully consider internal organisational factors, which play a crucial role in shaping HR practices (Storey, 2014).
In the case of Netflix, internal factors such as organisational culture are particularly important. The company’s “freedom and responsibility” culture encourages high performance and employee autonomy (Netflix, 2025b). This means that HR practices are not only shaped by external pressures but also by internal expectations. Therefore, HRM’s success relies on how effectively these internal and external factors are coordinated.
Overall, applying the PESTLE framework demonstrates that external environmental forces influence Netflix's HR practices. However, their impact is not direct or uniform, as it is shaped by internal organisational factors. Therefore, HRM in global organisations requires both an understanding of the external environment and the ability to manage internal dynamics effectively.
Conclusion
This report has shown that Human Resource Management (HRM) has a significant role in supporting organisational performance in global organisations. The analysis has demonstrated that HR practices are influenced by both external environmental factors and internal organisational conditions. While frameworks such as the PESTLE model provide a useful way of identifying external influences, their ability to fully explain HR practices is limited.
The case of Netflix highlights how these factors interact in practice. External forces, including legal regulations, economic conditions, technological developments, and social changes, all influence HR decision-making. However, their impact is not straightforward, as organisations must interpret and respond to these pressures in different ways. This suggests that HRM is not simply reactive, but involves strategic decision-making.
Simultaneously, internal elements like organisational culture, leadership, and strategic priorities are crucial in shaping HR practices. In the case of Netflix, its strong emphasis on performance and employee responsibility demonstrates how internal culture can influence the management of external pressures. This supports the view that internal organisational factors are just as important as external ones in determining HR effectiveness.
Overall, the report concludes that effective HRM requires a balance between responding to external environmental forces and managing internal organisational dynamics. While external factors pose challenges, it is the organisation’s internal capabilities that determine how successfully they are addressed.
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