
Leadership Performance & Development
This report offers a comprehensive analysis of a company’s leadership performance and
leadership development. It evaluates key areas such as leadership effectiveness, training
programs, decision-making processes, and leadership influence on company performance and
culture in order to pinpoint strengths, identify areas for improvement, and recommend
actionable strategies for enhancing leadership across the organization.

Walt Disney Company

Executive Summary

Walt Disney Company exhibits strong formal leadership development programs and robust mentorship
practices that foster a high-potential talent pipeline and reinforce the brand’s creative magic. However,

persistent challenges—especially among middle management, inconsistent communication, and centralized,
bureaucratic decision‐making—undermine overall leadership effectiveness, impact employee engagement,
and heighten risks in crisis situations.

Key Leadership Strengths

Robust Multi-Tiered Development Programs:

Disney’s structured training modules—from entry-level onboarding to executive strategy forums—
combine formal education with on-the-job mentoring and peer learning. This comprehensive approach
not only equips employees with essential skills but also supports internal mobility across departments.

Inspirational Leadership and Brand Alignment:
Pockets of exceptional leadership, particularly at the executive level, inspire innovation and reinforce the

company’s iconic brand. These leaders set a compelling vision which aligns with Disney’s creative
heritage, positively influencing team morale and guest experiences.

Cross-Functional Exposure and Mentorship:
The availability of informal mentorship and lateral mobility opportunities enables employees to gain
exposure across divisions, identifying and nurturing future leaders through diversified experiences and

performance-based progression.

Key Leadership Risks and Areas for Improvement

Inconsistent Development and Favoritism:
Despite robust programs, development opportunities are unevenly distributed. Employee feedback
highlights selective access, with internal politics and favoritism limiting equitable growth, thereby

impeding the full potential of high-performing talent.

Middle Management Weaknesses and Communication Gaps:
Middle management is frequently characterized by micromanagement, fragmented communication, and
a disconnect from frontline realities. This inconsistency saps morale, stifles innovation, and impairs

effective execution of strategic initiatives.

Bureaucratic Decision-Making and Lack of Transparency:
Highly centralized, top-down decision-making processes—coupled with frequent reorganizations and
opaque communication channels—result in delayed responses, unclear directives, and diminished
employee trust. These issues pose significant risks in crisis situations and hinder agile organizational

performance.

Key Takeaways and Recommendations

Streamline Decision-Making and Enhance Transparency:
Reduce bureaucratic layers to empower middle management with greater autonomy while establishing
clear, transparent communication channels. This can help align strategic decisions with frontline

realities and improve overall responsiveness.



Strengthen Middle Management Training and Accountability:
Invest in targeted leadership development and accountability programs for middle managers.
Standardize performance evaluations and mentorship practices to ensure consistent, equitable growth

opportunities across the organization.

Optimize Communication Platforms and Feedback Loops:
Reassess and consolidate communication tools to create a unified, agile framework that supports two-
way feedback. Regularly solicit employee input to refine messaging processes, thereby fostering
increased clarity, trust, and engagement.

In conclusion, while Disney benefits from a strong foundation in formal leadership training and inspirational
executive leadership, its effectiveness is hampered by inconsistency in middle management and pervasive
communication challenges. Addressing these issues with targeted process improvements and enhanced
managerial accountability will be essential for building a cohesive and resilient leadership culture.
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How do employees rate the effectiveness of current leadership?

Negative

Key Findings

Although some senior leaders, including the CEO, receive supportive remarks, overall employee
ratings of leadership are predominantly negative.

Middle management is a major concern, with issues such as favoritism, micromanagement, and poor
communication driving widespread dissatisfaction.

Departmental discrepancies exacerbate the problem, as technical and creative teams struggle with
unclear directives while retail and operations face bureaucratic hurdles.

Employees are calling for enhanced communication, accountability, and structured managerial

training to address these leadership gaps.

Action recommendations

Follow-up questions to ask Annie:

What specific behaviors in middle management are most detrimental to employee morale, and what
actionable changes do employees recommend?

How can the strengths observed in senior leadership be leveraged to mentor and improve middle

management practices?

What tailored interventions can address the unique leadership challenges found in technical, creative,
retail, and operations departments?



Overview: • Mixed employee feedback indicates pockets of strong leadership amid pervasive concerns with
disconnect and inconsistency. While a number of employees appreciate the supportive nature of certain senior
leaders and frontline supervisors, overall ratings of current leadership lean toward negative.

Executive vs. Middle Management: • Senior/Executive Leadership: Some respondents commend the CEO and
select senior executives for being “very helpful” and nurturing a positive, innovative environment. However,
others criticize top-level decision‐making as abrupt and misaligned with employee needs—one employee
remarked, “the current generation of executive management... are all contributing to its decline.” • Middle
Management: The majority of feedback targets middle management, citing favoritism, micromanagement, and

poor communication. Comments such as “the management team seemed disconnected from the employees”
and “it could be a great company if management only listened to the general basic needs of the employees”
underscore frustrations with inconsistent, at times even toxic, leadership at this level.

Departmental and Functional Variations: • Technical Departments: Employees in tech and creative units report
disconnects with leadership, often struggling with unclear directives and outdated methodologies. • Retail and

Operations: These areas frequently highlight bureaucratic hurdles and shifting priorities that hinder execution
and growth. • Frontline and Direct Supervisors: Some teams experience positive direct support; however, this is
overshadowed by broader issues of limited upward mobility and deficient managerial training.

Key Takeaways: • There is clear demand for enhanced communication, accountability, and structured training
tailored to middle managers. • Addressing these leadership gaps could significantly bolster morale, streamline

decision-making, and better align executive priorities with frontline realities.

Overall, while admirable leadership exists at certain levels, employee perceptions suggest that improving
consistency, transparency, and support throughout the leadership hierarchy is essential to reversing the
prevalent negative sentiment.

What are the greatest perceived strengths and weaknesses of company leadership?

Negative

Key Findings

While there are pockets of exceptional leadership at Walt Disney, these are inconsistent and isolated,

with a few outstanding supervisors making a significant positive impact.

Employees value opportunities for professional development and high-profile project involvement
when backed by supportive leadership.

Frequent reorganizations and abrupt policy changes contribute to pervasive instability and
inconsistent communication within the leadership structure.

Concerns about favoritism, lack of accountability, and a rigid top-down management style are
fostering a toxic environment that diminishes open feedback and stifles innovation.

Action recommendations

Follow-up questions to ask Annie: What steps is Walt Disney taking to standardize communication and
reduce disruptions caused by frequent reorganizations?

Follow-up questions to ask Annie: How does leadership plan to address perceptions of favoritism and
ensure a more equitable and accountable management culture?

Follow-up questions to ask Annie: What initiatives are in place to leverage strong leadership pockets
across the organization to foster a more consistent and supportive environment?



Below is an analysis of the perceived leadership strengths and weaknesses at Walt Disney Company drawn
directly from employee insights:

Strengths: • Some pockets of exceptional leadership exist. Employees frequently mention that individual

supervisors and select senior leaders are supportive and skilled. One comment noted, “I was fortunate to work
under a leader who was excellent,” highlighting that when strong mentors are in place, they empower cross-
department collaboration, professional growth, and problem-solving.
• A number of employees appreciate the opportunity for professional development and exposure to high-profile
projects. Several participants described their experience as “high exposure” and praised leaders who “backed

me up in guest disputes.” This indicates that, in many cases, frontline and senior leadership effectively drive a
positive work environment and bolster employee confidence.

Weaknesses: • Instability and inconsistent communication are common themes. Numerous employees
expressed frustration with frequent reorgs and abrupt policy changes – one noted that “the goal post is always
changing,” while another lamented that “no one knows what is going on.” This inconsistency breeds confusion

and disengagement.
• There is a pervasive concern regarding favoritism and a lack of accountability. Comments such as “certain
members of management decide upon first sight if they like you” and “they look at you like a number, not a
person” underscore perceptions of inequity and a culture where merit is overlooked.
• A control-oriented, top-down leadership style further discourages open feedback and stifles innovation.

Employees report that leadership is often unprepared or unavailable, with insufficient formal training for
managers, contributing to “toxic leadership” dynamics that negatively impact morale and retention.

Overall, while pockets of strong, supportive leadership do exist at Walt Disney Company, weaknesses in
communication, process consistency, and equitable management practices remain key barriers to an
integrated, high-performing leadership culture.

How is leadership held accountable for their actions and decisions?

Negative

Key Findings

While leadership is evaluated using measurable KPIs such as business performance, brand value
adherence, and employee engagement, there is a significant disconnect between these metrics and
real accountability.

Employee feedback highlights challenges including frequent re-organizations, inconsistent
communication, and a culture of reactive decision-making that undermines true leadership

responsibility.

There are reports of favoritism and a lack of transparency in performance reviews, which erodes trust
and has a negative impact on morale and overall productivity.

Actionable recommendations suggest a need for more transparent, regular 360-degree feedback and

clearer escalation channels to directly link leadership behaviors with company values.

Action recommendations

Follow-up questions to ask Annie: How can the accountability mechanisms be revised to ensure that
measurable KPIs translate effectively into genuine leadership responsibility, especially regarding
inconsistent communication and favoritism?

Follow-up questions to ask Annie: What specific steps can be taken to implement a transparent and

regular 360-degree feedback process that addresses the current disconnect between leadership
actions and company values?



Follow-up questions to ask Annie: How does the company plan to manage and communicate re-
organizations more transparently to rebuild employee trust in leadership accountability?

Below are key insights into how Walt Disney Company’s leadership performance is measured and the current

accountability challenges, based on employee feedback:

• Leadership Performance Measurement
– Walt Disney typically evaluates leadership through measurable outcomes such as business performance,
adherence to brand values, and employee engagement metrics.
– Performance indicators include clear communication, operational excellence, and the ability to foster a

supportive environment. One employee reflected on this, stating, “I loved working with this company – I had
great leadership, amazing adventures, cross-functional support and an environment that encouraged me every
morning to be my best.” This underscores the positive impact when leadership is not only visible but also
aligned with the company’s creative and ethical standards.

• Leadership Accountability

– Despite strong brand values and measurable KPIs, numerous employee reviews reveal a disconnect in
leadership accountability.
– Frequent re-organizations and inconsistent communication have led to perceptions that leadership is not
held fully accountable for decisions. For example, one employee noted, “When you report this to your manager,
they'll tell you that this is just how Disney is,” highlighting a resigned acceptance of a culture where

accountability appears diluted.
– Additional concerns include favoritism, reactive rather than proactive decision-making, and a lack of
transparency in performance reviews. These issues not only erode employee trust but also impact morale and
productivity across various departments.

• Actionable Recommendations

– Implement more regular, transparent 360-degree feedback and tailored performance reviews that link
leadership behaviors directly to company values.
– Establish clearer escalation channels to ensure that issues such as favoritism and communication lapses are
addressed promptly.

Enhancing these processes could reinforce accountability at all levels, driving a healthier culture and

sustaining Walt Disney’s commitment to excellence.
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Describe and evaluate leadership training programs and leadership development effectiveness,
especially for high potential talent and managers in the company.

Positive

Key Findings

Disney employs a multi-tiered leadership development approach that caters to various levels, from
entry-level cast members to executive leadership, ensuring comprehensive coverage.

Formal training programs, including structured modules and the Disney College Program for

onboarding, provide a solid foundation for developing managerial skills.

The integration of informal mentorship, peer learning, and networking opportunities supplements
formal training and is highly valued by employees.

Programs are tailored by leadership level and department, with targeted initiatives for frontline,
middle, and executive management that support practical leadership challenges.

Action recommendations

Follow-up questions to ask Annie: Can you share specific performance metrics (e.g., retention rates,
promotion rates) that demonstrate the effectiveness of Disney’s leadership programs?

Follow-up questions to ask Annie: What particular initiatives or tailored programs does Disney have for
high potential talent within the managerial track?

Follow-up questions to ask Annie: How frequently are these leadership training modules reviewed and

updated to align with evolving industry trends and organizational needs?

Key Formal Training Programs
• Disney provides structured training modules that cover leadership essentials—from frontline management to
executive strategy. One employee noted, “The training resources are fantastic, and there's always something to
learn from the talent around you,” which reflects the comprehensive curriculum offered across various levels.

• For cast members and entry-level employees, formal onboarding includes modules on customer service,
safety protocols, and basic managerial skills, often embedded in programs like the Disney College Program.
These courses set the foundation for future leadership roles.

Mentorship and Informal Leadership Development
• Informal mentorship is a cornerstone of Disney’s leadership development. Employees frequently highlight the

availability of experienced mentors who guide on-the-job learning and career growth. As one employee
expressed, “My coordinators/managers truly cared about the cast members, providing support and mentoring
that goes beyond formal training sessions.”
• Peer learning, networking events, and cross-functional team collaborations further nurture leadership
qualities. These informal methods encourage sharing best practices, where emerging leaders refine their

decision-making and conflict resolution skills through real-world challenges.

Differentiation by Leadership Level and Department
• Frontline and Retail Management: Training is tailored to foster essential leadership skills that stress customer
engagement, team coordination, and rapid problem-solving.

• Middle Management: Programs here focus on strategic leadership, delegation, and interdepartmental
collaboration. Workshops and seminars are designed to enhance skills required for navigating operational
complexities.
• Executive Leadership: Although less formalized in the publicly available feedback, senior leaders participate in



high-level forums and strategic off-sites where industry trends, cross-brand initiatives, and global leadership
practices are discussed and integrated.

Overall, Disney’s multi-tiered approach to leadership training ensures that each employee, from entry-level to

executive, is equipped with both formal training and robust mentorship opportunities, positioning them for
continual growth within the organization.

How do employees rate the availability and effectiveness of leadership development programs and
opportunities?

Negative

Key Findings

Although robust training resources and internal mobility options exist, the inconsistent application of
leadership development programs significantly undermines their effectiveness.

Employees have reported instances of favoritism and selective development practices, where leaders

block the progress of promising talent.

There is a marked lack of transparency in the criteria and pathways for advancement, particularly
among mid-level managers, which contributes to frustration and stagnation.

Action recommendations

Follow-up questions to ask Annie: Could you provide specific examples or policies that lead to the
inconsistent application of leadership development programs at Walt Disney Company?

Follow-up questions to ask Annie: What steps are being taken to address the issues of favoritism and
internal politics that hinder equitable access to leadership opportunities?

Follow-up questions to ask Annie: How is the company planning to improve transparency in defining
advancement criteria, especially for mid-level managers?

Overview: Employees’ perceptions on Walt Disney Company's leadership development opportunities reveal a

mixed experience. While notable training and advancement resources exist, inconsistent application and
internal politics undermine their overall effectiveness.

Strengths: • Robust Training Resources: Many employees appreciate the ample training options and on-the-job
learning opportunities. One employee stated, “The training resources are fantastic, and there's always
something to learn from the talent around you.” This suggests that structured development programs are

available and, when well-executed, promote personal growth and skills enhancement. • Internal Mobility and
Advancement: Several reviews highlight pathways for career progression. For example, an employee remarked,
“There are so many opportunities for growth if you are fortunate enough to meet and network with people that
will help you move.” Such comments indicate that, in many areas, the company offers avenues to assume
leadership roles and gain exposure across departments.

Challenges: • Inconsistent and Selective Development: Despite available programs, some employees report that
benefits are unevenly distributed. One review noted, “Leaders block great talent from growing so they can keep
the talent on their team.” This perception points to potential favoritism and gatekeeping that can limit equitable
access to leadership opportunities. • Lack of Transparency in Pathways: Concerns have been raised regarding

unclear criteria for advancement, particularly for mid-level managers. This opacity in developmental criteria
contributes to feelings of stagnation and undermines the broader impact of leadership programs on company
culture.



Broader Impact: While a strong framework for leadership development exists, its uneven application can impair
morale and hinder performance outcomes. Aligning program execution with transparent, merit-based
evaluation across all departments is critical to fully harness the potential of these initiatives.

How are potential leaders identified and nurtured within the organization?

Positive

Key Findings

Disney leverages cross-functional exposure and day-to-day manager interactions to identify
potential leaders, creating multiple internal advancement opportunities.

The company promotes leadership development through robust mentorship programs, structured
training, and lateral mobility across departments.

Employee feedback indicates that while the system for leader identification is effective, there are

concerns about inconsistent practices and potential favoritism that may impact fair advancement.

There is an opportunity to implement more standardized and transparent evaluation methods to
ensure that leadership potential is assessed objectively.

Action recommendations

Follow-up questions to ask Annie: What specific measures is Disney considering to minimize
favoritism and ensure a more objective leadership selection process?

How are managers being trained or held accountable for consistently identifying and nurturing
potential leaders across different divisions?

What metrics or feedback tools does Disney use to evaluate the long-term effectiveness of its internal
mobility and mentorship programs in developing future leaders?

Key aspects of leader identification and development at Walt Disney Company, as echoed by employee

feedback, include:

• Identification through Exposure and Performance

Employees report “lots of opportunities to move up and around the company,” indicating that cross‐
functional projects and consistent performance help highlight potential leaders.

Direct supervisor interactions play a role; one employee observed that “managers work with you,”

underscoring a system where day-to-day collaboration allows leaders to spot emerging talent on the job.

• Nurturing via Mentorship and Lateral Mobility

The company promotes internal transfers and mentorship programs. Employees note the ease of moving
across divisions, which “allows the opportunity to explore other departments” and reinforces a culture
that values diverse experiences.

Structured training and internal job opportunities are cited as key enablers. One comment emphasized
that “great mentorship is available,” demonstrating that talented individuals are paired with leaders who
guide their professional development.

• Opportunities and Challenges in the Process



While growth programs are abundant, employee perceptions reveal potential pitfalls: leadership is
sometimes “hit or miss,” and favoritism may impede objective career advancement. A comment noting
that “your growth in this company is hugely dependent on if your leader goes to bat for you” suggests

that subjective dynamics could undermine uniform talent development.

These insights highlight the need for more standardized, transparent evaluation methods alongside the
current emphasis on networking and mentorship.

Overall, Disney’s approach of leveraging internal mobility, targeted training, and close manager interactions
successfully identifies and nurtures potential leaders. However, addressing concerns about favoritism and

ensuring consistent leadership practices could further enhance the company’s talent development strategy.
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How effective is leadership in communicating to all levels of the organization?

Negative

Key Findings

Employees report a significant lack of transparency, with strategic decisions and operational changes
often communicated reactively and inconsistently.

There is marked variability across departments; while some teams enjoy direct leadership

engagement, others feel isolated and left without adequate guidance.

The inconsistent and unclear messaging is leading to employee confusion regarding role expectations
and undermining morale.

Overall, the leadership communication approach hinders strategic alignment and erodes trust,
indicating a critical need for improvement.

Action recommendations

Follow-up questions to ask Annie: What are the key factors contributing to the communication
disparities between different departments, and how can these gaps be bridged?

How does leadership plan to shift from reactive to proactive communication, particularly during
organizational changes and policy updates?

What specific feedback or measurement mechanisms can be established to continuously monitor and

enhance the clarity and transparency of leadership messaging?

Key Observations on Leadership Communication:

• Inconsistent Messaging and Transparency
• Numerous employees report that strategic decisions and operational changes often “slip through the cracks.”
One employee stated, “leadership is not open with employees, there is no transparency,” highlighting a

pervasive gap in how information is disseminated.
• Changes, such as reorgs or policy shifts, are sometimes communicated reactively. One comment noted that
“decisions change without rhyme or reason overnight,” contributing to uncertainty and employee frustration.

• Departmental Variability in Communication Effectiveness
• While some departments report direct access to leadership and supportive one-to-one engagement, other

teams feel isolated. A poignant example: “I often felt like I was left to figure things out on my own with little
support or guidance.” This indicates that communication quality varies significantly across functions and
locations.

• Impact on Employee Morale and Clarity of Purpose
• The lack of proactive communication creates confusion around role expectations and hinders the timely

escalation and resolution of issues. Employees express that clearer, more consistent updates would not only
improve their daily operations but also align their efforts with broader strategic objectives.

• Recommendations for Improvement
• Standardize communication channels and protocols to ensure critical messages reach all levels uniformly.

• Enhance leadership training focused on transparency and proactive engagement.
• Regularly solicit and act on employee feedback to refine the messaging process and rebuild trust.



Overall, the evidence suggests that while pockets of effective communication exist, Walt Disney Company’s
leadership would benefit from more consistent, transparent, and proactive strategies to ensure every employee
feels informed, empowered, and aligned with the company’s vision.

What methods and channels of communication are most frequently used by leaders?

Neutral

Key Findings

Leaders at the Walt Disney Company primarily use multiple channels—including email, digital
platforms (now Microsoft Teams replacing Slack and Zoom), phone calls, and in-person meetings—
for both formal updates and project coordination.

The shift to Microsoft Teams has drawn specific criticism, with at least one employee noting a
significant quality of life drop compared to previous tools.

While these varied channels help ensure employees are informed, they also contribute to fragmented
communications and inconsistent follow-up on key messages.

Employees have expressed a need for more transparent, structured feedback loops to improve
upward communication within a bureaucratic framework.

Action recommendations

Follow-up questions to ask Annie: What specific steps could leadership take to address employee

dissatisfaction with the switch to Microsoft Teams, and are there plans to reassess its effectiveness?

Follow-up questions to ask Annie: How might consolidating or streamlining these communication
channels help reduce fragmentation and ensure more consistent follow-up on employee feedback?

Follow-up questions to ask Annie: Can you provide details on how leadership plans to enhance
upward feedback mechanisms to address the calls for increased transparency?

Based on employee feedback specific to the Walt Disney Company, leaders most frequently use the following
communication channels:

• Email and Digital Platforms
– Emails remain the primary formal method for updates and directives.
– Instant messaging tools are in use—most recently, Microsoft Teams replaced Slack and Zoom. One employee

noted, “Killed Slack and Zoom in favor of Teams, which is a huge quality of life drop,” highlighting concerns
around the tool’s effectiveness.

• Direct Calls and In-Person Meetings
– Phone calls and face-to-face sessions are common, especially for project-specific coordination (as reflected
in comments like “casting Emails Receiving Calls”).

– These channels enable quicker exchanges but can sometimes suffer from inconsistent follow-up.

Effectiveness and Key Concerns:

• Mixed Impact on Transparency
– While some employees mention feeling kept informed – “I go to work, do my job, I'm kept informed throughout

the day via several mediums…” – others criticize a lack of upward feedback. The frequent call for more open
dialogue is summed up by “leadership needs to be more open to feedback.”
– The reliance on multiple channels may cause fragmentation, impeding consistent and clear communication
across teams.



• Feedback Integration and Consistency
– The multiplicity of channels appears to support basic information flow; however, systemic issues remain.
Employees experience delays, gaps in feedback incorporation, and unclear processes due in part to a large,

bureaucratic structure.

Actionable Recommendations:

• Re-evaluate and streamline communication tools to balance formal updates with collaborative, agile
platforms.
• Enhance structured feedback loops to ensure frontline input reaches decision makers directly.

Overall, while the methods in use have merits, refining these channels to drive transparency and
responsiveness will strongly benefit leadership and overall employee engagement.

How does leadership communication style and effectiveness impact employee satisfaction,
performance, and key business outcomes?

Negative

Key Findings

Executive-level communication is described as opaque and reactive, with bureaucratic delays and

shifting priorities that disrupt decision-making and operational efficiency.

There is a marked inconsistency between leadership tiers; while some frontline managers provide
supportive, autonomy-driven feedback, others contribute to low morale through micromanagement
and favoritism.

The overall fragmented communication style has led to employee frustration, a loss of trust, and

palpable dissatisfaction, particularly among technical and operational departments.

Action recommendations

Follow-up questions to ask Annie: Could you elaborate on any specific initiatives underway to
enhance transparency and consistency in executive-level communications?

Follow-up questions to ask Annie: How does the company plan to balance centralized decision-
making with empowering frontline managers to drive efficient and agile processes?

Follow-up questions to ask Annie: What measurable steps are being considered to address the issues
of favoritism and micromanagement that are negatively affecting employee morale?

• Productivity & Operational Efficiency
– Employee perceptions highlight that leadership communication directly impacts process speed. One
employee noted, “communication slips through the cracks,” underscoring how bureaucratic delays and

centralized decision‐making at the executive level slow down approvals and obscure strategic priorities. This
inefficiency cascades across departments, especially in technical and operational functions where
disconnected leadership disrupts workflow and resource allocation.

• Employee Engagement
– Manager-level leadership shows a mixed record. In some areas, direct supervisors foster growth by providing

autonomy and timely feedback. For example, one employee stated, “I feel valued by my leadership,” reflecting
pockets of effective, supportive management that boost engagement. Conversely, other experiences reveal
that inconsistent communication coupled with favoritism and micromanagement undermines team morale,



particularly in middle management. These discrepancies leave creative teams more engaged compared to
technical or operational units that struggle with rigid, top–down interactions.

• Employee Satisfaction

– Overall satisfaction is diluted by variable leadership styles. While several staff appreciate the company’s
benefits and collaborative work environment, many voices express frustration with a lack of transparency and
reactive directives from senior executives. Abrupt, tough–love decisions by higher management and unclear
escalation processes contribute to a culture where employees feel undervalued and insecure about their
growth prospects.

• Differentiation by Leadership Level
– Frontline managers tend to directly influence daily employee morale—either driving positive experiences
through mentorship or compounding stress via micromanagement. In contrast, executive communications are
often described as opaque, with constant re–orgs and shifting priorities that stifle innovation and lower
productivity across the board.

In sum, addressing communication gaps—especially at the executive level—and ensuring consistent,
transparent, and supportive messaging at all leadership tiers are critical to improving productivity, efficiency,
employee engagement, and satisfaction at Walt Disney Company.
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How are key decisions made within the leadership team?

Negative

Key Findings

Executive decisions are made in a highly centralized, top‐down manner, which slows down innovation
due to prolonged approval processes and bureaucratic red tape.

There is a clear disconnect between upper management and frontline operations, with strategic

decisions often perceived as detached from day-to-day realities.

While some departments experience more agile, collaborative decision-making, these instances are
isolated and do not reflect the overall decision-making culture.

Action recommendations

Follow-up questions to ask Annie: How do executive leaders plan to balance centralized decision-
making with the need for more agile, frontline input?

Follow-up questions to ask Annie: What initiatives are being considered to reduce bureaucratic delays
and streamline the decision-making process at the top level?

Follow-up questions to ask Annie: How is the leadership addressing the perceived disconnect
between executive decisions and the operational realities experienced by employees?

Key Observations: • Centralization and Hierarchy:

Employee perceptions consistently indicate that decisions, especially at the executive level, are made in
a highly centralized, top‐down manner. For instance, one employee noted, "you can have the brightest
ideas but you will be stifled because you need to get buy-in and consensus from many," reflecting the
prolonged approval process driven by multiple senior stakeholders.

Many employees feel that executive decisions are detached from frontline realities, with comments like

“executive leadership can be tone deaf when addressing certain issues,” underscoring a disconnect
between upper management and day-to-day operations.

• Collaborative and Decentralized Elements:

While certain departments and some lower-level managers demonstrate a more collaborative approach—
with “direct access to leadership” and local support roles highlighted—such practices are not consistent

company-wide.

Collaborative decision-making occurs in pockets where managers exercise flexibility. However,
widespread bureaucracy, as evidenced by remarks such as “there are lots of re-orgs, reshuffles, and red
tape,” suggests that cross-functional consensus and decentralized authority are limited.

• Departmental and Leadership Level Variations:

Frontline and project managers sometimes enjoy agile, team-oriented decision-making, yet this localized
responsiveness contrasts sharply with the slow, politically influenced processes at the executive and
upper management levels.

One employee remarked, “The management was always on top of everyone making sure we were all

working safely,” illustrating that while operational decisions can be efficient, visionary or strategic



decisions remain heavily centralized.

Conclusion:
Decision-making at the Walt Disney Company is predominantly hierarchical and centralized, especially at the

executive level. Although certain departments exhibit more collaborative practices, pervasive bureaucracy and
a lack of transparency limit broader engagement, ultimately impacting agility and morale.

How are decision-making processes perceived by employees?

Negative

Key Findings

Non-leadership employees view decision-making as slow, bureaucratic, and opaque, which is causing
low morale and a sense of disempowerment.

Mid-level management is criticized for micromanagement and inconsistent communication, leading

to arbitrary decisions and operational disconnect.

Executive leadership is praised for clarity and decisiveness, highlighting a stark contrast and a
significant gap between top-level and middle management approaches.

Distinct departmental challenges exist, with technical teams frustrated by non-technical decision-
making and creative teams occasionally benefiting from autonomy, though overall red tape remains

an issue.

Action recommendations

Follow-up questions to ask Annie: How can mid-level management be empowered to streamline
decision-making processes and reduce bureaucratic delays?

How can the company establish feedback loops to ensure technical and creative teams contribute
effectively to making more informed decisions?

What strategies can be implemented to cascade the clear, decisive practices of executive leadership
throughout the middle management levels?

Key Insights on Decision-Making Perceptions at Walt Disney Company

• Overall Process Clarity
– Non-leadership employees frequently describe decision-making as slow, bureaucratic, and top down. They

note that decisions often appear arbitrary, with too many layers of approval leading to confusion. One employee
stated, “It was frustrating to be held accountable for something outside of my control,” highlighting the
disconnect between expectation and communication.
– This opacity has led to low morale, diminished innovation, and a sense that employees are simply numbers in
an impersonal system.

• Managerial Versus Executive Approaches
– Mid-level management is characterized by micromanagement and inconsistent communication. Employees
report that decisions at this level often shift without clear guidance, resulting in unwanted reassignments and
a lack of trust. For example, employees feel that “management stops at your manager,” leaving frontline teams

unsupported.
– In stark contrast, executive leadership (EVP and above) is consistently praised for clarity and decisiveness.
One positive comment noted, “The truly senior leaders (EVP and above) are exceptional,” emphasizing that



when decisions come from the top, they provide strategic direction and a supportive framework that positively
influences company culture.

• Departmental and Functional Differentiation

– In creative and technical departments, decision-making challenges differ. Technical teams frequently
encounter decisions made by non-technical leaders, leading to frustration with the disconnect between
expertise and directives. Meanwhile, creative teams sometimes benefit from increased autonomy when paired
with supportive leaders, though overall, processes remain mired in red tape across departments.

Impact Summary:

The perceived imbalance—effective executive decisions versus inconsistent managerial processes—erodes
trust at the operational level, stifles innovation, and hampers morale. Addressing these gaps by enhancing
clarity and communication in mid-level decision-making could significantly improve employee engagement and
overall performance.

Evaluate change management programs effectiveness at the company.

Negative

Key Findings

While Walt Disney Company's executive leadership crafts an inspiring vision for change, recurring

restructurings and layoffs are causing instability and eroding employee confidence.

Middle management is exhibiting inconsistent behaviors, with a heavy reliance on personal discretion
that results in favoritism, micromanagement, and poor transparency in executing initiatives.

There is a notable disparity across departments, where some teams thrive under agile and supportive
leadership while others are hindered by outdated processes and fragmented systems.

Action recommendations

Follow-up questions to ask Annie: How are the recurring restructurings and layoffs impacting overall
employee morale and trust in leadership, and what measures are being taken to stabilize the
executive direction?

Follow-up questions to ask Annie: What specific initiatives or training programs are being introduced
to help middle managers standardize change management practices and improve transparent

communication?

Follow-up questions to ask Annie: Can you provide further details on the steps being considered to
modernize outdated processes and consolidate technology platforms to ensure a unified approach to
change across departments?

Below is an evaluation of change management at Walt Disney Company based on employee perceptions, with

differentiation by leadership levels and departmental functions:

• Executive Leadership and Strategic Direction
– Many employees recognize that executives set an inspiring vision. One noted, "the highest management
teams of the company and the parks have been working to create a positive and encouraging work

environment." This reflects an intent to steer change positively at the strategic level.
– However, frequent restructurings at the top have also sparked concerns. Comments such as “constant reorgs
and layoffs, happening yearly more or less” indicate that uncertain executive direction sometimes undermines
stability.



• Middle Management and Operational Execution
– Middle managers are frequently described as inconsistent and overly reliant on personal discretion. One
employee observed, "if your leader isn't inclined to do that, you won't go anywhere," highlighting that change

initiatives depend heavily on individual manager engagement rather than standardized processes.
– Feedback about favoritism, micromanagement, and a lack of transparent communication in middle
management suggests that this layer struggles to effectively translate executive change into consistent
operational improvements.

• Departmental Variations and Functional Impact

– Departments led by supportive, agile managers (for example, planning teams balancing work and life) tend
to adapt better to shifts, indicating a positive change experience in certain units.
– In contrast, divisions facing outdated processes and technology “using 5-10 different platforms” experience
confusion and slowdown during transitions. This inconsistency across departments hampers a unified
approach to change.

• Opportunities for Improvement
– Increase investment in middle management training on leading change and communication.
– Standardize processes across divisions to minimize confusion during restructuring.
– Enhance transparency in decision-making to build trust during transitions.

This employee-informed perspective indicates that while Walt Disney Company’s executive vision for change is

strong, the execution at the operational level would benefit from greater consistency, clearer communication,
and enhanced managerial support.

If this company were to face a major crisis next week, how would it fare?

Negative

Key Findings

Employee feedback underscores serious leadership weaknesses, with comments indicating delayed
and inconsistent decision-making that could hinder crisis response.

Organizational instability—with frequent reorgs, layoffs, and understaffing—suggests that operational

readiness is compromised and could exacerbate risks during a crisis.

While the company's strong global brand and robust benefits offer a cushion, they are insufficient to
fully mitigate the profound internal management and communication challenges.

Action recommendations

What strategies are in place to address the leadership weaknesses and ensure decisive, consistent
decision-making during a crisis?

How is the company planning to stabilize its operations and address issues of frequent
reorganizations and understaffing to improve crisis readiness?

In what ways can the company leverage its strong brand and benefits more effectively to
counterbalance internal operational shortcomings during emergencies?

Key Considerations for Crisis Response

• Leadership and Decision-Making
– Employee sentiments indicate pervasive leadership weaknesses. One employee noted, “I enjoy working at
wdw but would look to see better leadership come in,” while another stated they were “genuinely astonished by



how poorly this leadership runs a business.” These concerns suggest that in a major crisis, decision-making
could be delayed or inconsistent due to internal politics and a lack of clear direction.

• Organizational Instability and Resource Constraints

– Frequent reorgs, layoffs, and understaffing were common themes. Comments like “too many projects with
limited resources” reflect that teams are often stretched thin, which would likely exacerbate operational risks
during a crisis. Unstable schedules and high employee turnover further compound the challenge, potentially
slowing crisis response and recovery.

• Resilience Anchored in Brand Strength

– Despite internal challenges, Disney’s strong global reputation and robust benefits serve as significant assets.
Several employees praised the “great benefits” and the exceptional exposure provided by a renowned brand.
This external strength can bolster employee commitment if decisive actions are taken to realign internal
processes during a crisis.

Conclusion

While Disney’s iconic brand and extensive resources provide a buffer, employee feedback emphasizes that
internal leadership and management issues could hinder rapid and effective crisis response. Addressing these
concerns upfront—especially by stabilizing leadership and improving communication—will be crucial for
mitigating risks and ensuring operational continuity amid a major crisis.
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How well does leadership model the target culture to develop a unified and cohesive culture in the
company?

Neutral

Key Findings

Disney's leadership demonstrates a strong visionary and inspirational approach that fosters creativity
and strengthens brand identity, as highlighted by employee testimonials.

There are significant communication challenges, with many employees noting broken promises and

inconsistent feedback, particularly from middle management.

The gap between top leadership's strategic vision and the execution by middle management has led
to mixed employee experiences, emphasizing issues like favoritism and micromanagement.

Overall, while the leadership has the potential to reinforce a unified culture, the discrepancies in
consistency and accountability across levels risk undermining employee trust and cohesion.

Action recommendations

Follow-up questions to ask Annie: Can you provide specific examples where inspirational leadership
positively influenced employee creativity and performance at Disney?

Follow-up questions to ask Annie: What steps are being taken to address communication gaps and
ensure that promises made by leadership are consistently upheld?

Follow-up questions to ask Annie: How does Disney plan to bridge the gap between top leadership

and middle management to enforce accountability and reduce instances of favoritism and
micromanagement?

Leadership at Walt Disney Company exerts a profound influence on its overall culture, shaping both the magical
promise of the brand and the day-to-day employee experience. Employee perceptions reveal a duality in
leadership impact:

• Vision and Inspiration
– Many employees credit strong, inspirational leadership for fostering a creative, innovative environment. One
cast member noted, “amazing company and great bosses,” highlighting a leadership style that promotes
creativity and growth. This visionary approach aligns with Disney’s brand magic and can drive team
camaraderie and high-quality guest experiences.

• Communication and Support
– Effective leaders are praised for their accessibility and mentorship. As one employee mentioned, “my team
has a great leader who really cares about and appreciates the work we do,” reflecting a culture where support
and recognition empower career development. However, gaps in communication persist. Numerous employees
mention broken promises and a failure to act transparently on feedback, leading to feelings of neglect.

• Consistency and Accountability
– While top leadership often sets an ambitious tone, middle management inconsistencies create mixed
experiences. Some employees report “good coworkers, bad management,” where workplace politics,
micromanagement, and favoritism undermine the team’s integrity. This misalignment can erode trust and

contribute to burnout and turnover.

• Impact on Company Culture
– Leadership behavior directly influences whether teams perceive Disney as a collaborative family or as



plagued by bureaucracy and high pressure. The juxtaposition of “great culture” with reports of “toxic work
environment” suggests that sustained success will depend on leaders delivering consistent, empathetic, and
transparent management across all layers.

Ultimately, Disney’s leadership has the potential to reinforce its iconic magic by aligning its strategic vision with
respectful, consistent support at every level—a critical factor in nurturing a truly inclusive and innovative
company culture.

What are the most important areas and activities where leadership could improve to better support a
healthy corporate culture?

Negative

Key Findings

Managerial leadership is a major concern, as middle managers are setting unhealthy work-life balance
examples by emphasizing excessive working hours and not addressing employee concerns.

At the executive level, a lack of transparency and strategic clarity is leading to perceptions of
disconnected leadership, particularly during sensitive events like layoffs and reorganizations.

Department-specific challenges exist where unique stressors, especially in customer-facing and call
center teams, call for tailored leadership interventions and cross-departmental support.

Action recommendations

Follow-up questions to ask Annie: What specific initiatives are being implemented to reform

managerial practices and promote a healthier work-life balance, and how will their effectiveness be
measured?

Follow-up questions to ask Annie: How does the executive team plan to improve transparency and
ensure clear communication during periods of major organizational change or layoffs?

Follow-up questions to ask Annie: What targeted leadership development and cross-departmental

learning programs are being designed to address the unique challenges faced by high-pressure
departments like customer service?

Key areas for leadership improvement at Walt Disney Company can enhance corporate culture by addressing
specific challenges at different levels:

• Managerial Leadership

– Emphasize Work–Life Balance: Middle managers often set the tone. One employee noted, “Managers brag
about how many hours they put in instead of seeing that it isn't healthy,” highlighting the need for leaders to
model sustainable work practices.
– Enhance Communication and Accountability: Several employees reported that some managers fail to listen
and address concerns. Improving transparency, actively acknowledging employee feedback, and discouraging

favoritism or discriminatory behavior will cultivate a more respectful environment.

• Executive Leadership
– Foster Transparency and Strategic Clarity: Feedback indicates that “executives deal with broader blue-chip
company politics and don't do a great job being transparent with IC employees.” Senior leaders should ensure

clear communication about company direction, reorganization decisions, and the rationale behind layoffs.
– Support Leadership Development: Investing in robust training programs and mentoring initiatives for mid-
level managers will bridge gaps between executive decisions and frontline execution. Enhanced upward
feedback mechanisms can help align executive actions with employee expectations.



• Department/Function-Specific Focus
– Tailored Interventions: Recognize that some departments—such as customer-facing teams and call centers—
face unique pressures, including high stress and bureaucratic hurdles. Leaders in these areas should adapt

approaches to mitigate overload and improve team support.
– Encourage Cross-Departmental Learning: Departments with highly positive feedback on management and
inclusivity can serve as models for areas struggling with toxic practices or excessive political dynamics.

By addressing these differentiated leadership challenges, Walt Disney Company can better support a truly
healthy corporate culture that builds on its legacy of innovation and storytelling while prioritizing employee

well-being and sustainable performance.


