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Executive Summary
This paper provides a critical analysis of the impact of beliefs, attitudes and values on workplace performance within the company, Google LLC. The researcher will identify and analyse a variety of relevant management theories and how they were applied and impacted in Google LLC in terms of employee’s viewpoints like beliefs, values and attitudes. In the second part of this paper the researcher will provide critical analysis on selected management theories and how these theories are related to the company’s success like Google but from employees and customer’s perspective.


1. Introduction 
Google LLC started in 1998 by Larry Page and Sergey Brin, Ph.D. computer science students at Stanford University in California.  The company developed the unique PageRank and became the most popular and the biggest in search engine. The company portfolio includes basic like calendar software, web email, a smartphone /tablet operating system and very advanced technologies as computer you wear like glasses, self driving cars, drones that deliver goods to home and robot assistants.
Google is ranked as one of the best to work for companies and has won many prestigious awards. According to “Great Place to Work”, Google won the best multinational workplace in 2016 (www.greatplacetowork.com).  The company is known for fun and unique workplace culture, although by experimenting with different management styles and trying different ways to motivate and engage employees is on top of the world companies for which the most talented want to work.















2. Critical analysis of management theories applied within Google, including employees’ beliefs, attitudes and values. 

Managing is one of the most important human activities. It is defined variously; for example Henri Fayol (1916) in the early twentieth century classified it as “forecasting, planning, organising, commanding, coordinating and controlling”, E.F.L. Brech in 1957 called it “the social process of planning, coordination, control and motivation” andaccording to Simon it is “joint function of human characteristics” (H. Simon). It is clear that management is partly the process of getting things done through people. Organisations may be seen as combinations of resources brought together for a purpose; they have a life, a permanent identity of their own, and are energised by people. (R. Pettinger p. 1)

Google is so different to all the above definitions of management; the company culture reflects on people’s beliefs, lifestyle and personal values. Google’s philosophy is based on human behaviours which lead to employee engagement and high motivation.

So, what management style is the best for Google? The researcher looked through classical and modern management theories and found below information. 

Laszlo Bock in recent book, Work Rules! Insights from Inside Google That Will Transform How You Live and Lead:

 “All it takes is a belief that people are fundamentally good—and enough courage to treat your people like owners instead of machines. Machines do their jobs; owners do whatever is needed to make their companies and teams successful” (www.peakon.com)

The above statement visibly says that Google has not room for old fashion management theory where the scientific approach of managing people was improving productivity performance. The researcher refers to Frederick Taylor who was the precursor of “The Principles of Scientific Management”. The modern IT world doesn’t have much space for Taylorizm where lack of human appreciation and physical efficiency doesn’t motivate and cause dislike to the job. The Google world is open for effective communicating, listening carefully and understanding the other person before giving thoughts; however Taylor’s three ideas like rewards, quality standards and suggestion schemes are main motivation tools and are very important in Google LLC too.
 The researcher started following this path and discovered that Google “If we were motivated by money, we would have sold the company a long time ago and ended up on a beach.” Larry Page (www.awakenthegreatnesswithin.com)                                        
Google’s management motivation styles are not only for profit performance. A number of offices and campuses around the world reflect the company’s overarching factors, which is nothing less than “to create the happiest, most productive workplace in the world,” according to a Google spokesman, Jordan Newman. (www.nytimes.com)
In a simple way, Google ensures the facilities in the company can satisfy the needs of employees, because Googler’s (employees) make this company so successful and profitable.
This action perfectly matches Maslow’s Hierarchy of Needs Theory. The five different motivation levels: physiological, safety, social, esteem and self-actualisation have been perfectly aligned to Google employees management style. The basic level has been achieved through good pay, health benefits, free food provided during the working hours. Social level was filled with activities like climbing, hiking, pyjamas and costume parties where employees get to know each other and make friends. Google believes that having fun during the working hours enhances happiness, improves the efficiency and quality of employees work. Also the company values workforce flexibility, for example; employees can come to work whenever they want and have full freedom in choosing work projects. This approach allows the employees to complete the esteem level of needs in Maslow’s hierarchy. To manage the employee’s satisfaction at the highest level, the company organised surveyors for employees and meetings with managers. This situation measures the fulfilment and recognition within the company. The best manager is chosen to be a teacher and coach for another year and the worst managers are given vigorous support so they can improve their work effectiveness and better progress scan be achieved in the future.  
Applying Maslow’s Hierarchy of Needs Theory, the company managers strongly believe that satisfying systematically, employees improve staff engagement and this leads to business performance and the company established achievements. 

More broadly, in order to recruit the most talented managers, Google supplies an environment where people want to come and work, have fun, and get rewarded for fantastic work performance. This refers to the Vroom Expectancy Theory. According to McWilliams (2010), “a theory that states that people will be motivated to the extent to which they believe that their efforts will lead to good performance will be rewarded and that they will be offered attractive rewards”. Google uses those three rules to provide an original work culture which motivates employees with many perks and benefits. For example travel insurance, good maternity pay, onsite physicians and nurses; “innovation time off” employees have opportunity to not “work” for 8 hours of their weekly work. This free time gives the employee time to work on their projects and passions. Also it develops creativity and innovative ideas for the company.
Larry Page Google’s CEO said “It’s important that the company be a family that people feel that they’re part of the company, and that the company is like a family to them. When you treat people that way, you get better productivity”(www.thepitcher.org).
This statement clearly shows how the employees are treated within the company and employee engagement motivates them to be more productive, efficient and of course increases the company profit.

3. Impact of Maslow Hierarchy of Needs and Vroom Expectancy Theory on company success.

The management process associates specific managerial models with what managers actually do and the roles they play. Influencing people through different ways of leading is a strategic and organisational performance. Not many managers can do this, especially if the company employs geniuses who invented Google translator, Earth, You Tube. Google managers require not your typical implementations. It must fit in with human needs, like vision, value and voice. Google managed successfully build the company with multicultural people, great revenue and an incredible customer portfolio.
The company culture involves openness, innovations, being smart with emphasis and supporting small companies. Employees can feel free to propose ideas, every employee is encourage to contribute innovative information, the company support employees in new projects and experiments, also employees can share their ideas with leaders and executives like Larry Page. 

Google sounds like a dream place to work, in regards to office facility, capability, benefits and career prospective, however the critics say, that the “spoilt” Google employees “are given everything they could ever want, but it costs them the only thing that actually matters in the end." (www.businessinsider.com). Maslow Hierarchy of Needs might not ever satisfy all of the genius minds needs, especially needs at the highest level and the work and life balance is questionable due to work overload and stressful atmosphere. Being constantly on top in innovations, knowledge can affect people’s mental stability. Too many benefits and work expectation given by Google, changes employees view and according to www.inc.com “working for big league won’t let you to go back to minors”. “

In regards to customer service, Maslow theory can be implemented to satisfy the customer needs, however offering only product is not enough. Google has got incredible tools to check what fits perfectly to the individuals and market as a whole. The company advanced the ideas like Google Translator and Google Maps; they are in every person’s phone, desktops or tablets. Google is a great source of information. Whatever the researcher needs, they can find there, however the many users mentioned, searchers are only compatible with Google products, so if the researcher wants to use different applications not designed by Google, this might be a problem. If the researcher looks deeper into it and applies the Maslow Pyramid in terms of satisfying customer needs. In this stage only first three levels are achievable. However, the company product ranges is huge and some of the products are still in development stages so it is possible to reach a full pyramid of needs. 

“Expectancy theory proposes that people believe there are relationships between the effort they put forth at work, the performance they achieve from that effort, and the rewards they receive from their effort and performance” (Lunenburg, 2011)
Vroom Expectancy Theory has got a big impact of the Google success. Someone could say that, it can be applied to any situation where somebody does something because they expect a little reward instead. For example, I recycle plastic because I think it is important to protect resources and take a stand on environmental issues (valence); I think that the more effort I put into recycling the more plastic I will recycle (expectancy); and I think that the more plastic I recycle then less resources will be used (instrumentality)
This theory of motivation is not about self interest in rewards but about the people relations and expected outcomes achieved together and the contribution they feel they can make towards those outcomes. Google is a perfect example of Vroom theory. Working together towards new projects and having chance to share this experience with others gives results in fantastic team work, great managers performance and effective leadership.
The company culture is based on family values and beliefs, someone could say, how this is possible in the workplace where the competition between the employees is highly possible. Google managed to protect family and friendship importance because employee engagement and happiness is deeply recognised and valued within the company. Google tolerates mistakes and helps to fix them and not pointing damages, leaders influencing employees and maximizing capabilities of talented people and incredible good communication between the workers. 
[bookmark: _GoBack]Employee engagement is visible in any aspect of the Google’s culture; this company is all about people who work there, however engaging employees might create barriers to perform better if it is taken too extreme. When employees are too focused on getting projects done, they do not care so much about getting ahead, and as the “too much of a good thing” can transform ambition to greed, self-esteem to narcissism, and creativity to eccentricity.

4. Conclusion

Most of the managers know that effective motivation is the tool to boost employee’s enthusiasm; increases work performance and customer service. This paper presented different ways on how Google motivates the company workforce.
Richard Branson stated:
 “I have always believed that the way you treat your employees is the way they will treat your customers, and that people flourish when they are praised”( www.goalcast.com)
This statement leads to one conclusion, ‘A happy workforce is a productive workforce’. Creating unique work atmosphere with fantastic management and a strong employer- employee relation can be the vital key to any businesses success.
Google did really well!
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