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INTRODUCTION
In this report I will be looking at the importance of how academic and employability skills work in a workplace.  Throughout this report Google will be the main focus.  I will highlight all research literature, knowledge and understanding, as well as an in depth analysis making use of all skills and professional practises.  I will apply several theoretical models throughout the report to help support my ideas.


WHAT IS ACADEMIC & EMPLOYABILITY SKILLS
“Employability Skills can be defined as the transferable skills needed by an individual to make them ‘employable’. Along with good technical understanding and subject knowledge, employers often outline a set of skills that they want from an employee.  These skills are what they believe will equip the employee to carry out their role to the best of their ability.”
“Employability is a management philosophy, developed by Sumantra Goshal in 1997, which recognises that employment and market performance stem from the initiative, creativity and competencies of all employees, and not just from the wisdom of senior management.”
The first stage of my analysis was to look at PESTLE (Political, Economic, Social, Technological, Legal and Ecological environment).  I feel that this analysis was a great example to see where the factors lay within an organisation like Google.  

PESTLE - ANALYSIS
The PESTLE is a great foundation for where employability will meet the threshold for anyone seeking employment.  
As Brexit is looming big companies, such as Google, are on the fringes of moving their head office from London to European Cities, such as Zurich.  This is where the Political aspect comes in.  
The economic area of an individual in work, paying taxes and bringing in a tangible income while being an individual of society, makes the individual fit within a working environment.
The social aspect places the individual in a class system; for example, working class, middle class and upper class, or you will be deemed to be among a gang.  This refers to Horns and Halo effect which is when an employer makes a judgement of the employee based on social factors; for example, the university attended (Oxford, Cambridge, London School of Economics and Warwick), they type of sports an individual participated in (rugby, polo and boat racing) and the demographic of where they live (London- Kensington, Chelsea, Fulham, Surrey).
With the ongoing advances in technology employability has become fast shifting in this new area, with specific jobs being replaced with machines rather than people.  As google is an internet based company they may begin to delayer their workforce for more efficient way of carrying out business in the future.
Legislation is a large part of any business and it is important the government guidelines to be followed.  Goggle is a prime example of how certain legislation was following incorrectly, for example tax invasion.  “Last year, Google agreed a deal with British tax authorities to pay £130m in back taxes and bear a greater tax burden in future.”
The environmental concerns for Google are that it has gone from being an oligopoly player to the monopoly front runner.  Since Yahoo, Apple safari, Firefox and AOL, Google has taken control of the market and dominated as a web browser.
“Promoting and supporting diversity in the workplace is an important aspect of good people management it’s about valuing everyone in the organisation as an individual. However, to reap the benefits of a diverse workforce it’s vital to have an inclusive environment where everyone feels able to participate and achieve their full potential. While legislation, covering age, disability, race, religion, gender and sexual orientation among others sets, minimum standards, an effective diversity and inclusion strategy goes beyond legal compliance and seeks to add value to an organisation, contributing to employee well-being and engagement.”

MANAGING DIVERSITY
Within this area Google makes an attempt to fulfil all aspects of managing diversity by overlooking a dictatorship and has a laissez faire approach within its management and employment methods.  The whole organisation is set up with this ethos and allows their employees to enjoy a social/work life approach.  This ranges from playing video games, enjoying sugary snacks and jumping on a trampoline in the main reception.  Google is known to be an adventure playground for adults but this is where serious business is undertaken 24 hours a day, 7 days a week.

NEW ERA OF EMPLOYMENT
With the new era of employment terms such as Freelance are very common in the IT word.  For you to become an employer of a company such as Google, Freelancing is an excellent example of becoming one of their employees.  There is no guarantee of permanent employment, no work benefits and no pension but people who have the determination and understanding of IT will be given the opportunity to showcase their talents with a view for permanent employment.
Many employees are willing to take on a zero-hour contract but this goes s against Google’s ethics as well as their method statement.  For such practices to be undertaken within Google, like many other organisations, the last resort will be to hire staff on an apprenticeship scheme and head-hunt young and fresh talent from ivy-league schools/colleges, or simply hire well experienced overpaid agency staff.
With most organisations, and Google being not different from many, hierarchy’s are always in place.  We use Maslow’s Hierarchy of Needs to assess the position of all employees, co-owners and board of directors.  
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Figure 1: Maslow’s Hierarchy of Needs
Most employees aim for the middle section of the hierarchy, love/belonging, this is where employees seek security, stability and a sense of identification of who and what we are for an organisations.  I use this marketing concept to highlight the strategy’s in which employees wish to be and have. 

ADAMS EQUITY THEORY 
Adams equity theory focuses on determining whether the distribution of resources is fair to measuring or comparing the ratio of contributions or costs as well as benefits to each person. Equity theory was first developed in the early 1960s by J. Stacy Adams, a workplace and behavioural psychologist, who asserted that “employees seek to maintain equity between the inputs that they bring to a job and the outcomes that they receive from it against the perceived inputs and outcomes of others” (Adams, 1963) “The belief is that people value fair treatment which causes them to be motivated to keep the fairness maintained within the relationships of their co-workers and the organization. The structure of equity in the workplace is based on the ratio of inputs to outcomes. Inputs are the contributions made by the employee for the organization (Adams, 1963).
Adams highlights that all employees are equal, none are superior to others, and with companies such as Google their employee’s talents are well documented, embraced and pushed to exceed limits.  There can also be mismatches with this theory, namely under-reward and over-reward equity.  
With under-reward equity this is known for employees to compare themselves with other employees or colleagues that are in the same role but their earnings are not matching.  Over-reward equity is known where the employees themselves are getting a high salary than other employees carrying out the same role.






EMPLOYABITLITY SKILLS
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Figure 2: Employability Skills Map

This map highlights key areas in which employers seek in an employee.  If you happen to be in the inner blue circle you are highly praised and it is also known that employees in this area are head-hunted by other organisation.  It is very common in the IT industry for the like of Google to place out ‘golden hellos’ (a cash reward sum for employees coming into their organisations).  This will range from 10-35% of an employee’s annual salary.
Google is known for its information and as it compiles it the information is used to its advantage.  In the past years qualitative research, such as the methods of Ethnography, is a key tool to seek out the best or brightest employees, using people’s cultures, traditions, religions and lifestyle.  Another aspect of qualitative research is known as Cool Hunting, this is an act of finding what is cool, what is hip in a young people’s sector and also finding out people’s spending habits and abilities.  Using these tools and methods give Google unrestricted governance to extract the best and keep the business at the top of the apex.
This is where Google has performance environment and internal environment adapt all practises and current changings with in sector to reach it peek without any accuring problems for it to do well in its business, and for employees 



LABOUR MARKETS
Labour markets function through the interaction of workers and employers. Labour economics looks at the suppliers of labour services workers and the demanders of labour services employers, and attempts to understand the resulting pattern of wages, employment, and income.
Using economics, labour is a measure of the work done by human beings. It is conventionally contrasted with such other factors of production as land and capital. There are theories which have developed a concept called human capital normally, referring to the skills that workers possess, not necessarily their actual work abilities. Using the economic supply and demand curve will highlight the demand of staff in a sector, for example IT.  Google makes use of E-Recruitment as a method which enables them to cast their net globally to find the right candidate for the right role.  Googles ethics can be known as the following, nobody is over qualified the load is shared equally and we all work as part of a team to achieve our goals.

CONCLUSION
Academia and employability skills are highly important in today’s society.  With all theories which I have mentioned throughout this report, it has shown that this is an ever changing environment.  I will mention that technology has advanced at a rapid speed and has gain popularity in an effective and efficient way.  An organisation like Google may still be here in the future, we do not know what position they will play and there is a chance they may fall from an monopoly to a duopoly market, whereby this will be two major plays dominating one major market.  
The future will be uncertain to see if Googles ethics will change, their recruitment practises, even the application of the PESTLE environment may affect them on the whole.  It will be safe to say through rigious research they are here at the moment and may be here for a long time.  American conglomerates like Google are designed to stay, whether the buying customers wants them or not.  The formula that Google have had has fulfilled the needs of many and the organisation has long-term goals to gain a competitive edge in this market.
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