


Contents
1.	Introduction	2
2.	Approach to Organisation & Management	2
3.	Work Motivation and Satisfaction	3
4.	Perception & Communication	4
5.	Organisational Context	5
6.	Conclusion	6
References to Harvard Standard:	7





1. [bookmark: _Toc497847650]Introduction
For this assignment, I will look to review Google LLC. the world renowned multinational technology company. Google was founded way back in 1998 by two PhD students, Larry Page and Sergey Brin. Initially a private company they became a public entity on August 19th2004. Following on to today they employ over 40,000 people and have their main headquarters in Mountain View California, nicknamed the Googleplex.
So, what is the story behind their success. They are regularly voted by Forbes as one of the top companies to work for. What do they do better than other companies to continually succeed? What processes and practices are in place to achieve these results. Below we will breakdown and analyse the Google machine.
2. [bookmark: _Toc497847651]Approach to Organisation & Management
Management is the cornerstone of organisational effectiveness. Thus, it requires a blend of understanding human behaviour and personality to integrate into work programs. So, management decision is ultra-important as people will respond in a manner to which they are treated. eg people don’t like change. But to enhance the company technologically, new programs and training practices are introduced – which everyone agrees is needed, you have to keep up with the competition. But then they baulk at the pre-planning and additional training. So, management need a softly, softly approach to ensure the transition runs smoothly and everyone benefits.
Google is a pioneer in what can be called Bi Leadership – Bi-Generational, Boomer, Gen-X, Gen-Y management.
For the first 10 years after incorporation Google was led not by a single CEO, but by a team.  This gave the company extra managerial strength, impetus and forward thinking strategy. Founders Larry Page and Sergey Brin also brought in Eric Schmidt the former CEO of Sun Microsystems as ‘adult supervision’ – he had the big business experience which the founders lacked. It was a brilliant move and steadied the ship in its early years. This bi-generation management model is now the norm for most successful high-tech start-ups in the US.
Google’s organizational structure has three main characteristics:
1.	Function-based definition
2.	Product-based definition
3.	Flatness
This creates a cross-functional organizational structure which contains a considerable degree of flatness.
Google groups employees into teams eg. Sales Operation, Engineering and Design, Product Management. The flatness element is important for creating a transparent atmosphere. A flat management plan means employees or teams can bypass middle management and talk direct to the CEO.
Also, teams are cross functional and share information.
However, Google’s organizational culture is not typical, due to the company’s organizational structure. Basically, the structure and culture interact and influence the overall organizational capabilities. Below are facets of the organisational structure
1.	Open – All employees can express themselves to anyone at any level of the company.
2.	Innovative – Everyone is conditioned to contribute innovative ideas.
3.	Smart with emphasis on excellence – Those who strive for excellence will be rewarded
4.	Hands-on: Company supports employee in involvement 
5.	Supports small-company, family rapport
Openness is achieved through the matrix organizational structure. Googles approach to innovation is one where employees feel free to give their ideas and opinions. Every employee is conditioned to contribute innovative ideas. In this organizational culture, the firm also favours smart employees who strive for excellence. In addition, the company supports employee involvement in projects and experiments. The companies approach to organizational culture is to maintains a small-company-family feel, where there are no barriers and people can share ideas even up to CEO level. Thus, Google’s organizational culture supports excellence in innovation through sharing of ideas and capability to rapidly respond to the market.
3. [bookmark: _Toc497847652]Work Motivation and Satisfaction
This is an important factor in any business. It’s important to create and maintain an environment where workers will be happy to work in daily.
Napoleon said: ‘The effectiveness of the army depends on its size, training, experience and morale, and morale is worth more than all the other factors together.’ 

That statement can be translated into current company programs. Firms satisfied employees embrace the feel good factor in their workplace. People who have a positive view of the work can be said to love their job. They operate at a higher level and output and efficiency is increased as a result.
They love the challenge and variety, this coupled with good pay, security, good benefits plus happy and efficient co-workers, leads to an effective working environment. Workers will show more innovation and even devote out of hours to enhance their projects.
This environment psychologically boosts workers confidence and motivation. 
But equally a negative factor will result in a turn down in performance and results. It is important to choose the right candidate when building a team. Sometimes positive attitude and drive outweigh qualifications and experience. One rotten apple in the barrel will in time affect all.
Google have investigated what traits of Organisational Behaviour are required to make the workplace a success. Organisational Behaviour bieng the study of the behaviour of people in an organised setting. Thus, if you can understand, predict and control your workforce. This in turn will improve the organisational performance and effectiveness of the employees leading to management efficiency and a successful company.
Googles philosophy is to create the create the happiest, most productive workplace on earth. They try to motivate their employees by creating an atmosphere whereby everyone benefits.
All employee packages come with amazing benefits and perks (Googleplex has its own on-site doctor and free fitness centres) Extrinsic benefits including no cost health and dental plans, vacation packages and tuition reimbursements.
Google employees (Googlers) benefit from free food and there is a vast menu to choose from. Google cares about the health of its employees – so ‘healthier’ foods eg. water, fruit, banana chips are shown on transparent shelves and are visible straight away. Less healthy foods such as sugared drinks and candy are stored in closed cupboards or opaque jars!
There are minimal deadlines for work programs and employees are encouraged to undertake their own projects with an 80:20 rule. Employees can dedicate 20% of their time to a project which they are inspired by and want to do. Google organises its company to support entrepreneurship and invention. The employees test their different business models (of which there are 100’s), but Google owns them and decides which projects will progress. Thus, they still maintain control and there is less risk to the company.
This policy resulted in the creation of Gmail & Google Suggest.

Transparency - Google operates a democratic approach where the work force has a ‘voice’ and can express themselves to the management, where they are listened to. Any member of the workforce can voice their opinions up to the CEO level without fear of retribution.
4. [bookmark: _Toc497847653]Perception & Communication
Perception can be roughly defined as ‘the process of selecting, organising and interpreting information in order to make sense of the world around us’ (Bratton 2010: 500)
Social perception is how new individuals will view others within their work force. Bad initial perception will lead to thinking they are disliked, not listened to, thus creating negative thoughts. This rolls on into poor work performance and standards.
Joseph Champoux writes in his book Organisational Behaviour, that an individual’s social perception can be described in terms of a ‘target’ or what is being perceived and a ‘stimulus threshold’ or certain level of information that must be received to make a perceptive assumption. Thus, wrongful social perceptions can lead to problems in organisational behaviour down the line.
 A good vetting procedure is therefore required prior to individuals even being hired. So, when new employees are integrated into the workforce, there is every chance that first impressions from both sides (new and existing) will be good.
Perception thus affects motivation. Motivation within an organisation remains high if the employee perceives there are promotional opportunities – a chance to advance up the ladder. Work satisfaction increases if the worker feels that he is a valued team member. Also, any negative perception has the reverse effect.
Communication too is fundamental to a company’s success. Two-way dialogue is required with the management listening and understanding their employees – not an ‘in through one ear and out through the other approach’
A bottom up management approach lends to success gleaning the experience and knowledge from those at lower levels. A caring, listening, knowing company with a listening and rewarding attitude will create greater motivation.
How does Google approach issues with respect to perception and communication?
They have a ‘jaw dropping’ company campus – Googleplex. That alone would make any professional drool to join their ranks. They have second to none work packages on offer – no cost health and dental policies, free chef prepared food, employee freedom to work on their own ideas (80:20 policy)
But the 7 secrets of their organisational culture to enhance perception values:
Thorough Hiring Process
Google receive over 1 million resumes a year – with only 0.5% of all applicants hired.
So, candidates are vetted thoroughly not only on their qualifications and experience but also to be able to blend into the working environment seamlessly

Making HR into a science
Not reliant on worker surveys to make decisions
The People Operations department (Googles HR) strictly uses data to make people management decisions.

Casual Democratic Atmosphere
Google is a ‘flat’ company with a lack of top down hierarchy. With this approach, they avoid the ‘monkey effect’.
The overall ambience at Googles company offices is warm, because the organisational culture is to maintain a small company feel. People don’t feel uncomfortable or out of their depth as a result.

Clear Mission and Values
Company tenets from the early days of Googles formation
Do one thing really, really well.
Fast is better than slow.
Innovation is in Googles DNA

Practising Transparency and an Open-Door Environment
Communication is the key to success.
People can easily talk and share ideas with each other.

Employee Recognition for Contributions large and Small.
Founders Awards – provides incentives in the form of Google Stock Units – that over time are pretty lucrative.
Google favours smart employees who strive for excellence.

Organised Culture Boosted by Community Engagement Outside Work
Google has donated over$1.2 billion to the Berkeley County Data Center as a long-term investment.
Along with another $1 million for charitable causes in South Carolina.
Participation in such events adds another social dimension, strengthening relationships and enhancing team bonds.
5. [bookmark: _Toc497847654]Organisational Context
As per ISO 9000 Jan 7 2016, the definition of Context of the Organization is “business environment, “combination of internal and external factors and conditions that can have an effect on an organization's approach to its products, services and investments and interested Parties“.
Examples of internal factors are a company’s vision, mission, strategic objectives and direction. They have a definitive org chart and SOP’s, resources, culture and contractual relationships. Consideration should be given to all these when addressing the company’s future.
External factors include legal, social, political, regulatory, economic, financial trends, natural environment and competitors – even the perceptions of the stakeholders need to be taken into account.
All of the above need to discussed and addressed when managing risk and uncertainty. Decisions made can affect performance and quality of products or services provided.
In this day and age context is a moving target. Thus, Quality Management systems which are built on PDCA. Also known as the Deming cycle (understanding the organisation and its context) are part and parcel of the continual improvement process. This process is ever evolving.
Google has taken all these factors into account. Whereby there is common goal for all within the company. All share a common vision. 
Their flat company management approach pays dividends as decisions are made via teams where everyone is aware of the outcome due to company transparency.
Google’s vision statement “to provide access to the world’s information in one click.” This was achieved when they released their search engine. This product achieved its owners required objective. 
Their mission statement is “to organize the world’s information and make it universally accessible and useful.” The company has focused on development of its proprietary logarithms and continues to do so. Thus, ensuring information and records are easily accessible to the masses. The Google Search engine continually evolves so that it is always one step ahead of its competitors.
Google’s generic strategy based on Porter’s model is differentiation. Google’s market is worldwide and it has products to offer everyone. The company set itself apart from the rest of its technological competitors as it offers unique products. This is achieved through its innovation within its company and workforce. It is continually adding to its portfolio – the latest to come off the production line being Google Search, Google Fibre and Google Glass.
6. [bookmark: _Toc497847655]Conclusion
Google has created a unique working environment. Its processes hire team players and innovators, who become integral team members of the Google ‘family’. They created a bi-generation business set up which has become the business model for a high percentage of young technological set ups for fledgling companies worldwide.
Google have looked at what makes a successful company ‘tick’ and have evolved into one of the world’s most successful enterprises to date. They still have a small company attitude where the working environment is paramount. This family company approach where the lowliest worker is as important as the highest manager, is just one step towards creating the ideal working environment. An environment in which workers thrive and are happy. Where major decisions are made in teams as opposed to individuals. All workers and managers alike share the same vision and passion where they promote innovation to ensure Google is the world leader of the dot.com era.
Their 80:20 rule has paid dividends with the arrival of Gmail and Google Suggest. Google continues mutating and evolving to this day. Their wide variety of products ensures its continued dominance in the world market. This plus their intensive growth strategy to increase their market penetration keeps them ahead of the pack. But to do this they must continue to provide unique products, this must come from their innovative staff. So, to maintain this they go back to their original philosophy
“To create the happiest, most productive workplace in the world.”
A happy work environment creates a content, motivated work force, this leads to continued innovation and development. No one does it better than Google.
Google which started out with just two entrepreneurs have kept to the same values that they set out back in 1998. Currently there are over 40,000 employees and from grossing $0.4 Billion in 2002 this increased to $89.6 billion in 2016. They are the ranked first amongst worldwide internet companies with a market capitalisation of $373 billion. Not bad for an outfit with a small company attitude. 
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