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Abstract 
In terms of maintaining employee productivity and performance, it is essential to address the organisational culture properly. By understanding the importance of the subject matter, the study has evaluated the role of organisational culture in enhancing employee productivity. The entire study has been conducted by focusing on Google. This study, study has incorporated several factors which are effective in maintaining productivity and performance nature.  Along with that, the study has evaluated the advantages of cultural diversity which have been seen in Google. In terms of collecting more reliable data, the study has utilised the primary quantitative method. In this way, the study has performed an online survey among 40 employees of Google. Furthermore, by utilising the SPSS tool, the study proceeded with the correlation and regression analysis to get relevant outcomes. In this scenario, the study has selected “Help in boosting revenue and performance” as the dependent variable and “Effective culture”, “Relevant strategies”, “Benefits of effective culture”, and “Impact on performance nature” are the independent variables. By stating the alternate hypothesis aspect properly, the entire analysis part has been proceeded and through this, the study has met the aims and objectives properly. At the end of the study, some recommendations have been evaluated by observing the gaps and limitations which are effective for decreasing the future limitations properly. 
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[bookmark: _Toc137304999]Chapter 1: Introduction 
[bookmark: _Toc137305000]1.1 Background of Study 
Personalization, internal behavior, interactions with the external world, and desired outcomes are a few instances of “organizational culture” that helps the organization attain success in the near future. It encompasses all the goals, successes, governing ethical standards, and beliefs that influence how effectively a potential employee accomplishes and fees regarding oneself. The basis of culture is de up of integrated beliefs, customs, behaviours, and formal or informal rules and regulations that have been modified over time and continue to be recognized as legitimate (Sapta et al. 2021). The goal aims, structures, tactics, personalities, vocalization, routines, and notions are all parts of the cultural variety. Thus, it can be difficult to modify an “organizational culture”. Moreover, workers being used to the work culture frequently oppose the variation and struggle toward sudden transformation.
Therefore, it has now become the obligation of executives to remind the employees of the advantageous effects of evolution and demonstrate it to them by conducting collaborative inventions that a potential organization with a multicultural environment can opt for in order to achieve sustainability (Azeem et al. 2021). It has also been discovered that corporations that respect the cultural backgrounds of their personnel, motivate the employee, and stay loyal to the employee help to stay robust within the cut-throat competition. In this extremely dynamic market, enhanced efficiency and sustained organizational development eventually seem to be the outcomes of the effectiveness of the employees that are evolving simultaneously. Therefore, especially for companies operating across multiple locations with a large staff, sustaining supportive organizational cultural diversity across the organization is crucial (Pathiranage et al. 2020).
In the context of this, Google being a multicultural organization is continuously associated with altering the business process as per the changing market trends and dynamics and therefore hiring employees from different cultural contexts which is resulting in creating barriers among the employees due to improper communication and involvement in the work. As it is known apparently that the more the employees involved at work, the more will be the productivity. As a result of this, it is affecting the global organization to face impediments in attaining growth and success (Ababneh, 2021). Therefore, it became essential for the organization to shed light on analysing the organizational culture’s role in terms of enhancing the performance of the employees along with boosting productivity to attain organizational growth and success. The perception of the organizational behaviour is considered to be varying in nature with respect to the improvement and sustenance based on certain aspects. According to Paais and Pattiruhu (2020), the creation and maintenance of the leadership aspects involved with an organization is considered to be associated with the differentiation prevailing with the climate of the organization. Through the case of Google, it represents the involvement of the factors influencing the organizational culture that eventually boost the productivity of the working force on a significant scale. 
[bookmark: _Toc137305001]1.2 Rationale
The ultimate motto of the investigation is to examine the impact and significance of organizational norms and culture in encouraging higher levels of efficiency and productivity among the employees of the multinational organization named Google. Moreover, with the changing market dynamics, the technological world is also advancing and it is also expanding the aspects of the business in a multitude of ways (Yusuf et al. 2022). Therefore, the business organization to maintain its sustainability and efficiency in the present cut-throat market has adopted innovative technologies. This resulted in the organization hiring and employing individuals from different cultural diversities that are competent with different skills and expertise. The organization being a multinational firm, it is acclimatized to a wide range of diversity within the workforce and this greatly influences the workplace culture both in positive and negative terms (Eniola et al. 2019). However, cultural diversity within the multinational organization raises serious concerns about staff productivity, communication barriers, and many more. This in turn results in hindering the productivity and proficiency of the organization. Regarding this, the firm in order to create a positive work atmosphere puts a lot of effort to improve the overall success of the business (Raut et al. 2020). The factors of employee productivity have been observed to be reliable on the processes of managing the high-performance level of the members of a team. The influential factors are considered to be stimulating the cultures of an organization on the basis of the increasing competitive aspects. The in-depth understanding of the organizational cultural interface is highly essential in estimating productivity. The reflection of the cultural interests of an organization has been highly reliant on the critical interface of the positions of the working force that eventually drive them to engage in several other possibilities boosting their satisfaction. Attracting the professionals is highly reliable on the interface of creating major interest in the work through the navigation of the credibilities of an organizational culture. 
[bookmark: _Toc137305002]1.3 Significance of Study
A work environment with proficient culture of the organisation clearly describes the purpose and expectations of the organization. This helps in motivating and inspiring the employees to stay engaged in their professional responsibilities. Moreover, it is also apparent that the more the employees are involved at work, more will be the productivity. Therefore, maintaining an efficient organizational culture seems to be crucial to boosting the productivity and profitability of the organization (Mumtaz and Parahoo, 2020). Google being a multinational firm is highly involved in adopting new technologies and business procedures to enhance its sustainability and brand recognition. However, those alterations, changed procedures, and involvement of new technologies require individuals with skills and expertise and this results in the involvement of employees from different cultures and which leads to cultural conflicts, communication barriers. This ultimately results in hindering the productivity of the employees and thereby affecting the growth and success of the organization (Lam et al. 2021). Thus, this study needs to be conducted in order to understand the impediments that are hindering the productivity of the employees and thus affecting organizational growth and propose multiple mitigation strategies to resolve such threats. The provision of the robust cultural aspects within the business context are linked with the management of the consistency as well as direction of the entire work. The potential of the workforce has been considered to be highly reliable on several aspects depending on the nature of the work. The organizational culture has been seen to be enhancing the working ability of the staff at a significant level. According to Khan et al. (2020), the mandatory factors of maintaining as well as building a prominent culture within the organization are considered to support the essential factors while terminating the hindrance potentially. 
[bookmark: _Toc137305003]1.4 Aims and Objectives
Aims
The main motto of conducting this particular study is to evaluate the “organizational culture of Google” which is termed crucial for enhancing the overall productivity of the employees. The research has concentrated on the cultural context of Google which has assisted the employees in generating the most favourable productivity. Furthermore, the purpose of the study is to analyze the potential issues that arise as a result of cultural diversity within an MNC and offer required mitigating measures.
Objectives
· To analyse the relevance of organizational culture in Google in terms of motivating the employees. 
· To investigate the issues that occurred due to cultural diversity and its advertising effects on organizational growth.
· To establish effective mitigating strategies for resolving cultural conflict within the workforce. 
[bookmark: _Toc137305004]1.5 Research Question
· How organizational culture assists in enhancing the productivity of the employees?
· What are the issues that are impeding the organizational growth of the firm?
· How organizational culture and employee performance are related to each other?
· What are the benefits of implementing cultural diversity within an organization?
[bookmark: _Toc137305005]1.6 Dissertation structure
Introduction Chapter
In this portion of the chapter, the “aims and objectives” for this particular study have been mentioned along with the background of the study, rationale, and significance for analysing the role of organizational culture in improving the productivity and performance of the employees (Durana et al. 2019).
Literature Review
In the portion of the literature review, the “research questions” pertaining to the study topic have been assessed critically to provide relevant data and insights in order to boost the efficiency of the study after making an in-depth investigation (Wiley et al. 2020). 
Methodology
The primary purpose of this subsection is to deal with different approaches that were required for performing the research. It has defined the “approach”, “design”, “philosophy”, “strategy”, and “method for data collection” for the research along with the process of “data analysis” (Jena, 2022).
Findings and Analysis
The following section has been backed up by data that are relevant to the topic of the project. It has also mentioned proper interpretation and evaluation of the data that has been collected and offered to support and enhance the relevance of the study. 
Conclusions and Recommendations
This portion has been included at the end of the study which has summarized the “key elements” of the report (Rehman et al.  2019). In addition, a sub-portion with effective recommendations has been offered to octane desirable potential outcomes.


[bookmark: _Toc137305006]Chapter 2: Literature Review 
[bookmark: _Toc137305007]2.1 Introduction 
Organizational psychology and management have paid considerable attention to how organizational culture affected employee productivity. Employee behaviour, mind-sets, and achievements may all be influenced by the existence of a strong organizational culture, which ultimately affects productivity levels. This study of the research examines how organizational culture might improve employee productivity with a particular focus on Google. The distinctive and dynamic organizational culture of Google, a prominent international technological corporation, is well known. Innovative thinking, employee empowerment, and an intense emphasis on balancing work and life are just a few examples of the characteristics that define the culture of the organization. By fostering a culture of creativity, teamwork, and ongoing learning, Google has been able to successfully recruit and keep outstanding talent. The goal of this review of the research field is to look at current research, ideas, and instances that throw light on how organizational atmosphere affects worker productivity, with a focus on learnings from Google's organizational culture. The interpersonal variables that influence Google's outstanding level of performance may be examined, and useful lessons can be drawn for businesses looking to boost their efficiency through a strong organizational environment. 
[bookmark: _Toc137305008]2.2 Organizational Culture 
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                                                     Figure 1: Organisational Culture         
                                                                   (Source: bing, 2023)

[bookmark: _heading=h.njueavrypl99]Accordion to Lubis and Hanum (2019) the term organizational culture signifies the shared values, attitudes, beliefs and behaviors that construct the characteristics of an organization. It directly impacts the work environment, norms, and practices within an organization. As per Isensee et al. (2020), it obtains a significant role in building employee morale, productivity, and organizational performance. This is established on the basis of values and beliefs that guide decision-making. These values project the vision and mission of an organization. In the views of Hosseini et al. (2020) organizational culture helps in establishing norms like punctuality, teamwork, innovation, and customer centric approach. This also motivates the communication patterns and collaboration practices like whether the communication is open and transparent and how decisions are taken and communicated. Paais and Pattiruhu (2020) have shown that a positive organizational culture helps to promote employee engagement and satisfaction. Employees are likely to be more motivated and committed to the organization when they feel connected with its values, mission, and goals. 
According to Zeebaree et al. (2019), organizational culture varies from company to company. Each organization develops its own culture as per its industry norms, history, size, geographic location, and collective values and behaviours of its employees. In the views of Pathiranage et al. (2020), Google is widely recognized for its innovative, open, and social organizational culture. As per forbes.com (2020), Google has positioned itself as no 1 in the Forbes list of best company workplace culture.  A culture of innovation is fostered within the organization and employees are encouraged to be innovative and creative. Mohd et al. (2022) have shown that the company provides freedom to its employees to explore new ideas which help in developing outstanding products and services. As per Lester et al. (2022), Google fosters a diverse and inclusive culture. The company promotes diversity in the workplace. It nurtures an inclusive atmosphere which makes all the employees feel valued and appreciated. Hence it can be noticed that Google incorporates a positive organizational culture that incorporates diversity and inclusion, promotes employee well-being, and encourages creativity, innovation, and productivity. 
On the other hand, Asatiani et al. (2021) stated that the leaders of the business organisations are responsible for maintaining a positive work culture in the workplace in order to motivate the employees to enhance their performance level and customer handling skills. Google, being an “American multinational technology company” has been satisfying its global customers by providing best services based on the demands and requirements of the customers as the employees of Google are trained to serve the customers well. Cultural factors play an important role in creating a positive work environment in the workplace and motivating the employees which is helpful for the individual employees to perform better. The managers of the google and the departmental leaders have been managing the culture of the organisation with the help of several strategies which are considered as the most effective strategies in terms of maintaining a positive culture. According to the point of view of Carvalho et al. (2019), in order to maintain a healthy organization culture, it is necessary that employees and leaders develop good relationships. Having good relationships with the employees is excessively necessary for the business organisations as it helps to manage the unwanted situations such as arguments and conflicts that often happen in the workplace. For maintaining a positive work culture in a business organisation, it is also important to have a proper communication process in the management process. Creating an effective communication channel between the employees and the managers or other higher authoritative people in a business organisation is considered as one of the most essential strategies which helps to maintain a good organisational culture. Effective communication helps to reduce several issues and probable challenges as it allows the individual employees to share their personal opinions and express their thoughts about any particular matter and the employees feel comfortable and free to communicate with others which helps them to enhance their productivity level and be more flexible, adaptable as well as open minded.  The employees are the key component of a particular business organisation and it is the responsibility of the leaders to keep the employees motivated and happy which is ultimately helpful for creating a positive organisational culture. As observed by Kuo et al. (2019), a positive culture in an organisation helps the individual employees to be more competitive in the workplace which directly forces them to be a better and efficient performer and this is not only helpful for them but also helpful for a particular business organisation to compete with the other companies from similar industries and develop its business growth in the global competitive business market. 
[bookmark: _Toc137305009]2.3 Factors influencing employee productivity 
According to Fadhilah et al.  (2023), the productivity of the employees is the most essential for the overall development of the organization. Several factors accelerate the potential productivity of the employees. The most significant is the environment of the working place. A positive environment boosts the employees to work more and increases the growth of the organization. The pay structure of the office influences a lot as a great pay scale along with the yearly bonus ensures the financial stability of the employees. This influences the employees to work more efficiently. Communication forms a significant portion of any organization. Transparent communication between the employees and the head of the organization is essential to avoid any complexities at the workplace.  As per Basahal et al. (2022), the correct redressal of the problems faced by the employees is essential to ensure the wellness of the employees at the organization. With peaceful minds, the employees work in a more efficient way that not only increases the productivity of the employees but also increases the overall production of the organization as a whole.
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Figure 2: Factors influencing employee productivity 
[Source: ubsapp , 2023]
The correct training of the employees is essential to increase the productivity of the organization. This helps in the creation of more efficient working of the department as a whole. This is accompanied by the use of well-developed technologies and types of equipment by the employees. As per Roczniewska et al. (2022), the efficient working condition along with a positive environment ensures the employees work better for the accomplishment of their goals. The other factors that influence the productivity of the employees are the promotions that are given for the better performance. This encourages the employees to work more and in an efficient way so that promotions are given to the best-serving employee. The role of leadership also plays a great role in the efficient working of the employees. The overall communication and the regular meetings help in the building of transparency between the employees. The bonding among the team also plays an important factor in the increase of productivity. According to Ahmad, (2022), clear communication and a healthy relationship among teammates are essential in the overall increase of productivity levels. The energy of the employees along with the personal stability in the workplace of the organization ensures an increase in the productivity of the employees. The employees can work more with an efficient and clear positive mindset. Thus the creation of a positive environment poses to be the most significant element that directly influences the productivity of the employees.
As Mohammad et al. (2019) stated that there are several factors that are directly connected with the enhancement of the productivity level of the individual employees and among them cultural factors play a huge role in terms of increasing productivity level. It is one of the foremost responsibilities of the leaders of the business organisations to maintain a positive work culture in order to motivate the individual employees to enhance their performance level and be more productive and efficient. A Positive organisational culture also helps the organisation in long -term employee retention with the help of motivation. Apart from that, technological factors are also helpful for the employees as these factors help to increase their productivity level and of the individual employees and according to the views of Sutrisno et al. (2019), every business organization should incorporate a number of technological tools to facilitate and speed up the tasks they perform. Technological advancements in the modern world of business has become incomplete with the technological tools as they assist to connect with the global customers and providing proper training of the utilisation of the technological tools to the employees is exceptionally necessary for serving better to the customers.
[bookmark: _Toc137305010]2.4 Significance of organizational culture in improving employee productivity 
 According to Khaksar et al. (2023), the organizational culture is acclaimed with the clear expectations and the work motive of the employees. A positive cultural environment in an organization ensures an increase in employee productivity. There are several reasons that postulate the essence of organizational culture in any department of the organization, the first being that a positive culture increases the engagement of the employees in the workplace. As it motivates the worker to work more towards the completion of the goal of the organization. The positive mind-set along with the strong cultural bonds makes it impossible for the employees to ignore. This encourages the workforce to increase the productivity of the organization which indirectly increases the revenue generated in the particular timeline.
 As per Deogaonkar, and Nanoty, (2023), the other significance of this organizational culture includes the fact that it decreases the annual turnover among the employees. The adaptive culture in the organization ensures the retention of the employees over the years as they are motivated to work in that particular company. This ensures that the mission of the organization is accomplished within the stipulated period. This saves the company in spending a lot of time and money on the hiring of new candidates. It is the organizational culture that brings in the productivity of the department along with the proper implementation of the tools. According to Haris et al. (2023), a strong culture of the organization along with a strong bond among the teammates helps in ensuring the improved production of the desired activity. This even creates a brand image of the organization due to the positive response of the company. The positive culture and the environment of the workplace help in the retention of the highly skilled personnel as most employees tend to leave the negative workplace and stay in such an organization that adds to the development of their nature. A healthy team environment encourages the employees to work more confidently on their projects which reflects in the overall gain of the concerned organization.
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Figure 3: Significance of organizational culture
[Source: tutorialspoint , 2023]

 According to Abubakar et al. (2023), the great organizational culture helps in the creation of the unique position of the organization among the other companies situated globally. This not only encourages the employees to work more but also creates a sense of belonging among the employees which is very beneficial in the day-to-day work of the organization. This keeps the employees happier and mostly engaged in their workplace to be more productive. A more productive cultural organization motivates the entire workforce to be more empathetic towards their job along with the completion of their task. This helps in the overall expansion of the organization both internally and externally. This shapes the organization into a more profound and unique in its own way of working. This helps in the development of the professional skills of the employees, which ensures the organization works in a more profound and energetic way.
  As stated by Nurlina,  (2022), all the leading global companies and organizations hereby follow some of the methods to improve the internal as well as external culture of the organization. The day-to-day activity of the organization deals with the culture of a specific organization. Some of the companies has a negative outlook whereas other has a positive outlook. The positive sense helps in increasing the efficiency of the employees. The collaborative nature of the organization gave an intense impetus towards the working of the organization in its internal arena.  The intermixing of the cultures imposes a new positive and diverse nature that helps in the improvement of the production of the organization. As per Widarko and Anwarodin, (2022), this ensures the clear avoidance of the conflicts as the employees are with a positive mind-set which immensely has a positive outlook on the entire spectrum of the company. The performance of the employees who are engaged in various departments of the company is engaged in the more productive endeavor. Thus, the employees who get to work in a more productive culture, tend to add to the profit base of the company.
Additionally, a positive culture in an enterprise setup is helpful for the individual workers to be more flexible, adaptable and open minded as they feel free and safe to share anything that comes to their mind with the other employees and the managers as well. Having an effective and healthy communication process in a particular business organisation is a one of the signs of a positive organisational culture as it allows the individual employees to express their personal opinions without any hesitation and consequently, it helps them to increase their productivity level.
[bookmark: _Toc137305011]2.5 Cultural Issues Impacting the Growth of the  productivity. 
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Figure 4: organizational culture
(source: amazonaws, 2023)
Google is a global technology giant that has experienced a remarkable growth and success over time. Nevertheless, like any organization, it is not immune to cultural issues that might impact its growth. According to businessinsider.in, (2023) Google has also faced several challenges in recent times like lack of diversity and inclusion, employee morale and burnout, privacy concerns, ethical considerations, and international expansion. Hence the company needs to examine the cultural landscape more efficiently, foster innovation, and promote sustainable growth. Ly-Le (2022) has shown that Google has often been criticized for its lack of diversity in its workforce, particularly in terms of gender and racial representation. As per Sauerborn et al. (2022), Google operates in a global marketplace, and cultural differences often present challenges when extending into new markets. Hence adjusting to local customs, laws, and user preferences might be difficult and demands cultural sensitivity and understanding. This issue might limit its ability to understand and serve the needs of a diverse client base. This might also affect the innovation and creativity of the company. Also, the employees here work under immense pressure. In the views of Saputra and Mahaputra (2022), Google has intense work culture with long working hours and high expectations. This severely impacts the employee morale negatively and causes burnout. High standards of stress and dissatisfaction often decrease productivity, innovation, and employee retention. This on the other hand affects the company’s growth and success. 
According to Rehak et al. (2022), Google has also often been criticized for its policies regarding data security and safety. The company collects and stores a vast amount of user data which has recently been a matter of concern due to privacy and data security. It needs to address these concerns and display a commitment to protecting user data. In the views of Jang and Newman (2022) negligence in this field might result in loss of user trust and potential legal and regulatory challenges, impacting the company's growth. Tong (2022) has said that Google faces ethical challenges in areas like artificial intelligence (AI), censorship, and content moderation. These issues demand cautious navigation to assure that Google's actions align with societal values and expectations. As per Ashraf (2022) dissatisfaction in managing ethical concerns sufficiently might cause reputational damage and hamper the growth. These issues have posed several negative impacts on Google. The lack of diversity and inclusion within Google has limited the scope of viewpoints and experiences represented in the company. This also has restricted the diversity of ideas, problem solving approaches, and insights into different user needs. It is quite obvious that a homogenous unit might struggle to produce goods and services that resonate with a diverse global clientele. This might negatively impact Google’s international business expansion by limiting its growth potential in the new market. Whereas competitors who have successfully aligned their offerings with the needs of the locals might gain a competitive advantage. 
Moreover, high levels of workload lead to decreased efficiency and effectiveness. Stress, burnout, and dissatisfaction with a job often negatively affect productivity and motivation. Similarly, a negative organizational atmosphere also renders high turnover rates which decreases the total number of skilled employees and increases training costs. The recent data security laws are very strict and Google needs to adhere to them in order to avoid penalties. As per Molnár-Gábor et al. (2022), non-compliance with data security laws like the “General Data Protection Regulation (GDPR)” in the European Union or privacy regulations in other jurisdictions might lead to significant fines and penalties. Even privacy concerns and data breaches might significantly deteriorate user trust in Google. If the users sense that their private and confidential information is not satisfactorily protected or that their privacy is being compromised, they might choose to disengage from Google's products and services. Hence it can be noticed that cultural issues significantly impact Google's growth and overall success. Therefore handling these challenges like lack of diversity, decreased productivity, privacy concerns, and regulatory changes are crucial for the company's long-term sustainability and ability to remain competitive in the fast-paced tech industry. Google might mitigate these negative impacts by promoting diversity and inclusion, prioritizing employee well-being, respecting user privacy, upholding ethical standards, and navigating international markets with cultural sensitivity. 
[bookmark: _Toc137305012]2.6 Relationship between organizational culture and employee performance. 
The organisational structure has a huge impact on the performance of the workers related to that particular company. This is the approach which is useful for guiding the workers to function profoundly which is necessary for the proficient functioning of the employees. The presence of the profound organisational structure guides to provide proper training to the employees to make the subordinates more effective which is essential for forming the situation related to positive externalities. This is the approach that is extremely suitable for forming profound coordination between the authorities as well as the workers. This factor is useful for reducing the possibilities of unfavourable chances such as complicated ambience which are not good for the proficient development of a company. Google is one of the renowned and reputed companies which has been well known for its profound organisational culture. The relationship between the workers as well as the directors of Google are quite stable which has assisted in creating a positive impact on the performance of the employees. 
Koay et al. (2022) have mentioned that in this company, the workers feel free to share the issues with the authorities which has assisted the employees in enhancing overall productivity which has guided to improve the success ratio. It has made Google highly competent to deal with all the challenges that can hamper its growth as well as success which are not good for providing the proper performance. The effective organisational has assisted the organisation to improve the performance of the subordinates which has guided to accelerate the overall growth rate. Kravariti et al. (2022), has indicated that this approach has assisted to shrink employee turnover which has supported to form the positive externalities which have made Google better off. This factor has indirectly helped Google in increasing its share related to the market to the global platform which has guided Google in reaching at the apex of its growth. The proper organizational structure guides to incorporate the accurate leadership approach which enables the organisation in understanding the workers with a convenient approach. Triguero-Sánchez et al.  (2022) has implied that a suitable organisational culture helps employees to collaborate properly with each other by incorporating proper leadership style. It assists the workers to work under an effective work culture that doesn't have any kind of toxicity which can sabotage the growth of a company. Google has been successful in applying proper leadership style due to the strong organisational culture which has assisted the authorities of the organisation in creating innovative strategies which will guide the leaders to make the employees of Google more competent in terms of achieving a higher level of growth. As a result of this factor, Google has been able to improve its profitability as well as maintain its credibility.
The superficial organisational culture has the tendency to assist the workers of any organisation to learn the process of dealing with the upgraded technology which is useful for meeting the relevant targets. This is the factor that helps a company in maximizing its market share which will help in creating a positive response. As per Storm et al. (2022), the profound corporate culture of Google has assisted the workers to learn the tactics of dealing with upgraded technology along with the digital proficiency which is useful for helping the company in reaching at the apex of the growth that will guide the employees in creating beneficial chances. It has illustrated that a suitable corporate culture has assisted the workers in learning the technique to tackle the innovative technology that has helped Google in generating a favourable response as mentioned in the context of Shakni et al. (2022). This approach has made the services of Google distinctive which has supported it to improvise the satisfaction of users which has become one of the remarkable reasons behind the rising of its popularity. According to Khaksar et al. (2023), the proficient culture related to the organisation is excellent in guiding the employees to gain knowledge about getting accustomed in the diversified work culture. The employees of the company know the technique of working in a diversified work culture which has helped Google in enhancing its brand image along with the improvement in the performance of employees which has assisted to create an advantageous approach to higher profits which has been useful for Google.

 [image: ]
Figure 5: the relationship between organizational culture and employee performance
[Source: semanticscholar, 2022]
[bookmark: _Toc137305013]2.7 Benefits of implementing cultural diversity within an organisation Google 
There are some specific advantages of applying the cultural diversity in a company. Google has achieved several benefits by applying the diversity related to culture which has assisted it to meet the relevant targets that have enabled it to move at the apex of the success. As per Atkinson et al.  (2020), the presence of cultural diversity has assisted the workers of Google to compute the innovative strategies that have supported in making the services of Google distinctive. This factor has helped Google to increase its immense popularity which has helped Google in creating a strong brand image. This factor is one of the essential benefits that has outlined the uniqueness in Google. Diversity is one of the essential tactics which is useful for boosting creativity. This approach has guided the workers of Google in exploring their creativity to improve the success ratio which has helped the organisation in capturing a huge portion of the market. Hidalgo-Penate et al.(2022) have mentioned that Google has a development team having a multicultural feature that has assisted it to increase its share related to the market which has assisted the brand in improving its image. This approach has helped the organisation in tackling the competitive challenges which has made the company more successful followed by the creation of a positive response. 
Google has been successful in establishing the profound management for which the cultural diversity is responsible to some extent. As per Xenikou, (2022), apart from generating the innovative strategies, the diversity in culture has taught the workers related to Google to learn the significance of collaboration. The subordinates have gained the adequate ideas about the importance of maintaining coordination with each other which has supported the employees to understand each other properly. Alerasoul et al. (2022) has indicated that this factor has assisted the workers of Google to execute the Teamwork with a profound approach which has helped the organisation in taking the benefits related to the economies of scale.
 The presence of a multicultural workforce has made Google more competitive. This is the approach with the guidance of which the organisation has become more capable of delivering t outstanding performance. In addition, this unique pattern of the workforce has enabled Google in reaching at a peak level of success that has enabled it in earning a huge amount of profit which has assisted in creating a favourable response. Kravariti et al. (2022) have mentioned the incorporation of the unique ideas by the workforce in the services of Google has helped it in gaining lots of deals and has assisted i attract a huge amount of customers or investors. The presence of the creativity has motivated the subordinates of Google in enhancing their performance which has helped the company to accelerate the productivity that has made it more successful. Nordin and Alwi, (2022) have implied that the diversity is good for the bottom line related to the business which is suitable for opening the door to earning a huge amount of revenue. Google has followed this path to create a huge amount of annual revenue that has helped it in becoming the strongest enterprise that has the capability of providing tough competition to the other brands. 
Diversity has played an essential role in improving the quality of the services that are being provided by the organisation. This is the approach which is suitable for helping the company in increasing the amount of profit that will be the brand to preserve the credibility associated with it. Mukhuty et al. (2022) has mentioned that Google has been successful in improving the quality related to its services which has supported it in attracting a huge amount of customers which has helped the organisation in strengthening its position to the industry. 
Even the diversity has assisted Google to focus on recruiting the workers of any diversity irrespective of their culture which has assisted the organisation in comprising talented subordinates who have proficient knowledge of dealing with the upgraded technology. () has indicated that this approach has proven to be advantageous for Google to outperform in the market. Therefore it has been inferred from the entire above discussion that the company has been successful in improving its growth by implementing the cultural diversity that has made it more competent and stronger for achieving a high level of development as well as prosperity.
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Figure 6: Benefits of implementing cultural diversity
[Source: patimes.org, 2022]
[bookmark: _Toc137305015]2.8 Literature gap 
The literature gap on the aspects that affect that link between organizational culture and employee performance is noticeably lacking, considering the increased interest in the organizational culture and its effect on staff productivity. Only a small amount of study has been done on the effects of cultural diversity on organizational culture and employee productivity. Many studies have examined the effects of leadership styles, communication techniques, collaborative behaviour, and employee recognition on employee performance. In spite of the fact that many studies have looked at the value of organizational culture in enhancing profitability, there is an empty space in the body of knowledge addressing the cultural issues that might affect an organization's expansion. In this regard, enough is understood about how cultural conflicts or opposition to change might obstruct an organization's expansion and success. Additionally, there is a dearth of research on the precise tactics that businesses may use to strengthen their corporate cultures and increase worker productivity. While many businesses, for instance, are aware of the advantages of fostering cultural diversity within their organization, few studies have looked at the actual measures that businesses may take to successfully adopt diversity. This review is going to look at pertinent research papers, ideas, and case studies to learn more about the effects of cultural diversity on corporate culture and worker productivity in order to fill in these gaps in the literature. It will also examine workable solutions for boosting organizational culture and increasing productivity among employees. 
[bookmark: _Toc137305016]2.9 Conclusion 
[bookmark: _heading=h.dzb15sv4s6g]To sum up, the literature review emphasizes the critical part organisational culture plays in raising worker productivity, with a particular emphasis on the Google instance. Numerous elements, including direct interaction, individual autonomy, innovation, and an overwhelming feeling of mission, are identified as impacting employee productivity in the analysis. It highlights the role organizational culture plays in enhancing productivity and points out cultural challenges that may hinder organizational development. The evaluation also touches on the connection between organizational culture and worker performance and emphasizes the advantages of fostering cultural diversity inside a company like Google. This literature review lays the groundwork for future study and emphasizes how crucial it is to foster a supportive organizational culture in order to increase employee efficiency.

[bookmark: _Toc137305017]Chapter 3. Methodology
[bookmark: _Toc137305018]3.1 Introduction
A method for conducting research is a specific task that steers a researcher through an extensive examination of a predetermined research topic. The various techniques utilised for carrying out the study's findings are heavily emphasised in the research methodology. The following part of the study will bring out the advantages and qualities of each significant research step that help an investigator effectively manage the investigation process. The research onion and philosophy, investigation approach, and the process used to collect the data are just a few of the several stages that will be explored in this section of the research project. The research's demographic information and sample procedures, its connection to its goals, the limitations it faces, and its crucial ethical standards will all be outlined in this methodological portion. 
[bookmark: _Toc137305019]3.2 Research onion  
The "research onion," a specific architecture that researchers regularly employ, promotes the efficacy of the investigative process. For this particular investigation's methodology, the "Saunder's research onion design" has been brought into consideration given that it is one of the most effective (Saunders et al. 2019). This research onion renders it straightforward for readers to understand the significance of a number of operations, including the "philosophy of the inquiry, the inquiry approach, the plan of action of the investigation, along with the gathering of data." Since it supplies an extensive overview of the steps, this research onion supports the particular researcher in grasping the vital procedures that are vital to carry out the inquiry effectively. 
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Figure 7: Saunder’s research onion
(Source: Saunders et al. 2019)
The fundamental stage of an investigation's process is the study's philosophy, which instructs to define the "aims in addition to objectives" of the said topics of investigation. According to the analysis of Azeem et al. (2021), the inquiry methodology regulates the assessment of the information obtained in alignment with the stated inquiry concern. The study design phase follows this one that highlights the crucial assets essential to carry out all aspects of the study productively. The "data collection method," that is a means of compiling data or pertinent information from multiple sources that are consistent with the specifications of the study, is the focus of the next section of the research onion. 
After this step, the population or sampling technique is implemented, which leads to the classification of the information gathered to guarantee a precise evaluation of the data. Since it is beneficial to clarify the way the inquiry methodology has connections to the important research subjects, the association between the inquiry technique as well as the inquiry objectives is also an element of the onion. The "research onion" which is being used additionally includes "research ethics" alongside "limitations of the inquiry". 
[bookmark: _Toc137305020]3.3 Research philosophy 
"Research philosophy" is a key component of the investigative technique since it aids in setting the objectives and goals of the specific study. According to Pathiranage et al. (2020), it becomes essential to pinpoint important and pertinent objectives and targets in order to optimise the efficacy and precision of the research.  It also notably helps in attracting potential readers by providing them an appealing reason for reading the results. The 2 different categories of investigative philosophy are "positivism" alongside "interpretivism". In order to properly conduct the study, the "interpretivism inquiry philosophy" has been utilised in this specific investigation analysis.
Justification
Nguyen et al. (2020) assert that the "Interpretivism Philosophy" aided in tying goals to pertinent material and eliminating inconsistency. The most significant elements of the information were subsequently highlighted and laid out in an array of ways in reference to the investigation's fundamental subject. On the contrary, Tran (2021), assumes that by embracing the "interpretivism philosophy" in describing the investigation's beginning and evolution, the study's primary problems have been most significantly highlighted. Therefore, to give acceptable reasoning to encourage informed decision-making, the "interpretivism inquiry philosophy" has been utilised to investigate the role of organisational culture in enhancing the productivity of the employees of Google.
[bookmark: _Toc137305021]3.4 Research approach
The investigative methodology, corresponding to the study by Nguyen et al.(2019), is a methodology that directs the inquiry of the information with the use of efficient techniques. As well as contributing to the gathering and analysing of data, several methods of inquiry patterns, including inductive, deductive, alongside abductive, additionally assist in interpreting the material. The inquiry strategy is beneficial since it promotes the articulation of the real aspects linked to the selected study issue. The assessment of the data is made easier by a successful investigation plan that employs a data collection method which also lowers the possibility of complexity in the study and serves to ensure the best possible outcomes from the information acquired. 
Justification 
For efficiently organising the information that was gathered for this specific study, the "inductive inquiry approach" has been applied. This research approach, according to Lam et al. (2021), is considered as being useful since it guides the omission of any type of redundant hypothesis that baffles the study. The "inductive approach's" suppleness allows for the creation of novel theories and improves the study's observing process. As an outcome, Upadhyay and Kumar, (2020), believe that throughout the analysis, the hypothesis's validity was made simple, which boosted the study's usefulness. In contrast, the "inductive approach" facilitates analysing issues and has a relatively good capacity to trigger.
[bookmark: _Toc137305022]3.5 Research design  
"Research design" means the procedures and tools that make it possible for individual investigators to successfully carry out the investigation's operations. The study by Rehman et al. (2019) claims that research design assists in identifying expected challenges that can emerge as the inquiry process progresses. Since it uses an organised method to conduct the study, the investigation's design helps in effectively handling the numerous factors, which additionally assists to deliver appealing results from the study. Exploratory, explanatory, alongside descriptive designs are three independent sorts of inquiry designs. 
Justification 
The pertinent investigators have chosen and utilised the "descriptive inquiry design" for this specific investigation to ensure precise monitoring of all of the elements without constantly altering the factors in a methodical manner. According to AlHamad et al.(2022), descriptive study designs assist with acquiring the necessary information for describing the scenario or the data collection. The multiple facets of the subject or occurrence can be addressed with the aid of a descriptive methodology, which additionally assists in ensuring the appropriate investigators compile all the information necessary to effectively accomplish the goals of the research. This "research design" enables the researcher to learn additional information about the role played by organisational culture in the enhancement of employee productivity with special emphasis on Google.
[bookmark: _Toc137305023]3.6 Data collection  
The process of collecting relevant data from an assortment of sources in accordance with the inquiry topic or its objectives is known as the data collection method, according to Wiley et al. (2020). The information that has been obtained from numerous appropriate resources is helpful for generating accurate outcomes that are pertinent to the study using efficient and diligent observation. The investigation's readers are directed by the data collected employing an effective data-gathering strategy in order to promptly and confidently grasp the study's conclusions. The terms "primary information collection" alongside "secondary information collection" refer to a pair of separate "information collection methods" that instruct investigators to gather data from relevant sources to complete the research. 
Justification
For this particular research, the 'primary data collection' approach is employed to get details from the participants. According to Sapta et al. (2021), using surveys as the primary means of data collection permits researchers to obtain data directly from respondents, reducing any chance of getting ambiguous or erroneous data from additional sources. In this situation, the responses that have been mainly obtained through the surveys is additionally preserved via a "excel spreadsheet," which aids the involved researchers with assessing the information and detecting trends related to it to carry out the inquiry successfully.
[bookmark: _Toc137305024]3.7 Population and sampling method  
The population, as well as sampling techniques, have to be used to correctly split the information collected set into multiple characteristics for long-term study and evaluation. Population and sampling are one of the most important parts of the research methodology since it assist in identifying the correct information and facts for the particular investigation project and additionally serve to boost the effectiveness and precision of the study by offering useful and significant data. Inaccurate information has a chance to have a major adverse effect on the performance of an investigation project, which in consequence greatly affects the level of precision. There were 40 Google employees who acted as respondents of the online survey held by the researcher on different social media platforms like Instagram, Facebook, Twitter and others, and the specific research objective was to analyse the role of organisational culture on the enhancement of employee productivity of Google.  Survey respondents' responses to a question are recorded and analysed for carrying out the research, Balaji et al. (2020).
[bookmark: _Toc137305025]3.8 Data Analysis 
The techniques employed to analyse information are intertwined for modelling and converting the information obtained through extensive observation and frequently intersect with the technique of evaluating the data collection. The "statistical assessment through SPPS tool" of analysing information has been examined by the researcher. This method aids in the generation of data assertions by streamlining the statistical method of data collection. With the help of this approach, the hypothesis is verified, and the research is properly defined owing to the numerous analytical tools offered by SPSS.
[bookmark: _Toc137305026]3.9 Connecting research methodology with Objectives  
This investigation's main objective is to assess the role of organisational culture in enhancing employee productivity at Google. The research methodology involves a range of topics, like "Inquiry Design," "Inquiry Approach," "Population or Sampling," and "Data obtaining," alongside "Data Analysis," through "Research Ethics." A range of procedures and strategies have been established to better comprehend the audience and maximise the efficacy and approval rate of the report of the assessment (Rehman et al. 2019). 
[bookmark: _Toc137305027]3.10 Research limitations  
The first limitation of the investigation is time, and the subsequent one is a lack of further detailed data.  Since there was not enough time to conduct an efficient data collection process for the study, only 40 respondents were chosen for inclusion in this research attempt. 40 participants are inadequate to reach an elevated degree of accuracy by the criteria set forth. 
[bookmark: _Toc137305028]3.11 Research ethics  
For protecting the confidentiality or security of various information related to the personal and professional aspects of the investigation's participants, it is crucial to adhere to the proper ethical standards. For this research, the researcher ensured that the individuals from whom the data was collected provided their informed consent. In addition to describing the purpose of the study to the participants, the researcher informed them of their right to refuse to participate in the study or withdraw at any time. Since it would assist in maintaining the security or safety of the utilised data alongside the privacy of the respondents' identities, the "Data protection law 2018" was applied to keep data protected (Benevene and Buonomo, 2020). 
Standard ethical code of conduct is efficiently followed by the researcher which has enhanced the efficiency of the research. Apart from this, the other GDPR principles are also strictly maintained in this research like maintaining data authenticity as well as accuracy that can make the research content more reliable to the readers. Also, maintenance of transparency along with fairness in the research procedure is also highlighted which in turn has made the research content quite potent to enhance its standard. Further, the researcher has ensured that the data collected is kept securely and confidentially. The data is saved on a database in a computer which is secured and easy to access. Further using the SPSS software, the primary data has been processed and analysed.  
[bookmark: _Toc137305029]3.12 Conclusion  
The main motto of the investigation is to focus on analysing the role of organisational culture for the enhancement of employee productivity at Google. For performing this research 40 employees participated in an online survey via Facebook, Twitter and other social media platforms and the result obtained is analysed further to reach the research outcome.



[bookmark: _Toc137305030]Chapter 4: Findings and Analysis 
[bookmark: _Toc137305031]4.1 Introduction 
In this study, the main analysis has been conducted to address the role of organisational culture in terms of increasing employee productivity. For this reason, a survey has been conducted on the employees of Google in terms of getting valuable outcomes. By collecting the statistical data and conducting analysis through SPSS software, the chapter will have proceeded. In terms of stating the relevant hypotheses, the dependent and independent variables have been selected. Moreover, the graphical analysis will be effective in terms of providing a visual representation of the participant’s responses. Moreover, a proper discussion will be effective to optimise the outcomes related to the research questions effectively.
[bookmark: _Toc137305032]4.2 Findings
[bookmark: _Toc137305033]4.2.1 Specification of variables
In terms of progressing the entire analysis process effectively, the study needs to be addressed the dependent and independent variables appropriately (Ly et al. 2019). In the statistical analysis, dependent variables are encountered as measurable values which address “help in boosting revenue and performance” in this study. On the other hand, the independent variables are non-measurable but these variables are effective for conducting comparisons and understand the significance of dependent variables. 
	Dependent variable
	Help in boosting revenue and performance

	Independent variable
	Effective culture, Relevant Strategies, Benefits of effective culture, and Impact on performance nature


The above table has showcased the dependent and independent variables which are effective to state the subject matter properly and through this, the study can get its relevant outcomes as well. 
[bookmark: _Toc137305034]4.2.2 Specification of Hypotheses 
In terms of enhancing the integrity of statistical analysis, the hypotheses have been formulated with the help of SPSS. In this way, the study can provide a deeper understanding related to the statistical parameters effectively (Jun et al. 2022). In terms of forming a basic structure to conduct the analysis properly, the null and alternate hypotheses are utilised. 

	Hypothesis
	Statement
	P-value
	Results

	H0
	There is no significant impact of organisational culture in enhancing employee productivity.

	0.00
	Rejected 

	H1
	There is a significant impact of organisational culture in enhancing employee productivity.

	0.00
	Accepted



As mentioned in the above table, if the p-value of the null hypothesis is less than 0.05, the statement is considered rejected. However, if the p-value of the alternative hypothesis is less than 0.05, then the alternative hypothesis is accepted. In this way, the above-mentioned table has been defined effectively. 
4.2.3 Descriptive Statistics 
In the research study, descriptive statistics are effective in evaluating and summarising the basic features of the dataset which have been found in the study. It has been presented by optimising proper data sample along with its measurements. In this way, the researcher has understood the data properly (Keller, 2022). 
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Table 1: Descriptive Statistics
(Source: Created through SPSS)
The above table is effective in stating the descriptive statistics of the demographic collection which requires age, gender and working years. From the above table, it has been stated that the mean value of “age” is 1.75 and the median value is 2.00. Moreover, the standard deviation value is 0.776. The value if skewness is 0.476 and the kurtosis is 1.163. Additionally, for “gender”, the mean and median values are 1.40 and 1.00. The value of standard deviation 0.496. The skewness and kurtosis values are 0.424 and 1.919. For “working year, the mean and median values are 1.85 and 2.00. The “standard deviation value” is 0.736. The values of skewness and kurtosis are 0.246 and 1.068. The mean and median values of “impact on performance nature” are 2.10 and 2.00. The standard deviation is 1.392. The skewness and kurtosis are 1.193 and 0.096. 
On the other hand, for “benefits of effective culture”, the mean value is 1.88 and the median value is 2.00. The value of standard deviation is 1.017. Additionally, the values of skewness and kurtosis are 1.031 and 0.028. Moreover, the mean and median values of “relevant strategies” are 1.40 and 1.00. In this way, the standard deviation value is 0.672. The skewness value is 1.453 and the kurtosis is 0.862. Being the dependent variable, the mean value of “help in boosting revenue and performance” is 1.33 and on the other hand, the median value is 1.00. In this scenario, the standard deviation value is 0.694. Additionally, the value of skewness is 1.884 and the kurtosis value is 1.960. Furthermore, for “effective culture”, the mean and media values are the same which is 2.00. The value related to standard deviation is 1.198. The skewness and kurtosis values are 1.224 and 0.526. 
[bookmark: _Toc137305035]4.2.4 Graphical representation 
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Graph 1: Age
(Source: Created through SPSS)
The graph shows that the age range taken into account is between 21 and 38 years. 45% of the 40 participants were under the age of 21, 36% were between the ages of 29 and 38, and 19% were over the age of 38. Notably, those between the ages of 21 and 28 made the most active contributions, providing thorough responses and showing engaged participation throughout the interview process.
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Graph 2: Gender
(Source: Created through SPSS)
As per the graphical representation, there were 40 participants in total, and 60% of them were men, and the rest 40 % were female showing that there were more men than women. This shows that male candidates predominated in the interview process and showed more enthusiasm in the discussion stages, whereas female candidates were represented to a lesser extent. 
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Graph 3: Working year
(Source: Created through SPSS)
Analysing the graph, it is clear that 34% of participants had worked at Google for 2 to 5 years. Furthermore, roughly 45% of participants had been with Google for 6 to 8 years. Finally, 21% of all participants reported having worked for Google for more than 8 years.
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Graph 4: Cultural needs to maintain
(Source: Created through SPSS)
The graph indicates that a substantial majority of participants 77% strongly concur that upholding organisational culture is important. On the other hand, about 23% of participants disagree with the idea of maintaining proper organisational culture. This shows that there is a sizable majority in favour of preserving organisational culture and a sizeable minority who hold the opposing viewpoint.
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Graph 5: Impact on performance nature
(Source: Created through SPSS)
The graph reveals  45% of participants strongly believe that organisational culture has a major impact on performance. In contrast, around 7% strongly disagree with this assertion, and 3% responded in a neutral manner. This suggests that the majority of participants believe that organisational culture has a significant impact on performance, however, there are some who disagree.
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Graph 6: Benefits of Effective Culture
(Source: Created through SPSS)
The graph highlights 46% of participants see effective organisational culture as a way to boost productivity. Furthermore, 35% believe it adds to enhanced motivation, while 7% believe it provides well-being. Furthermore, 12% of participants agree on all of the benefits indicated. This indicates that participants agree on the favourable impacts of organisational culture on productivity, motivation, and well-being.
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Graph 7: Changes in Performance
(Source: Created through SPSS)
The graph shows that the vast majority of participants, 87%, strongly agree that they actively measure improvements in their performance. In contrast, around 6% do not track changes in performance, and 7% are unsure of their answer. This implies that the majority of participants want to monitor and assess their performance, with only a tiny number missing such practices or being unsure about them.

Analysis of the performance to understand the change
The question it has stated that  the SMART model can be used for measuring performance and understanding changes. It involves setting Specific, Measurable, Achievable, Relevant, and Time-bound goals. By tracking progress against these goals and regularly reviewing performance metrics, individuals can assess their performance and identify areas for improvement or changes needed.
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Graph 8: Google Work Culture
(Source: Created through SPSS)
According to the graph, 43% of participants strongly believe that Google has effectively maintained an excellent work culture. Approximately 15% strongly disagreed with this position, whereas 5% responded neutrally. This implies that participants have differing views on the perceived effectiveness of Google's work culture, with a sizable proportion expressing discontent.
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Graph 9: Relevant Strategies
(Source: Created through SPSS)
Based on the graph, a sizable majority of participants, 71%, strongly agree that Google has successfully implemented relevant methods across the organisation. In contrast, nearly 21% believe that Google has not used appropriate techniques. This implies a significant consensus among participants on Google's strategic alignment, with a sizeable minority holding a contrary view.
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Graph 10: Boosting Productivity
(Source: Created through SPSS)
Analyzing Graph 10, it becomes evident that 43% of participants consider organizational culture as crucial for enhancing engagement. Furthermore, 39% believe it adds to enhanced workplace motivation, while 18% say it engages employees through innovation. This indicates that participants agree on the favourable impact of organisational culture on employee engagement, motivation, and innovation.
[image: ]
Graph 11: Help in boosting revenue and performance
(Source: Created through SPSS)
Examining the graph, it is evident that a significant majority of participants, comprising 81%, strongly agree that organizational culture has a positive impact on revenue generation. n contrast, approximately 7% believe that organisational culture has no impact on revenue growth, while 12% are unsure. This shows that there is a general agreement among participants about the potential of organisational culture to increase income creation.
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Graph 12: Importance of Organizational Culture
(Source: Created through SPSS)
Graph 12 shows that 48% of participants felt that sustaining organisational culture is critical for producing income through cultivating engaged personnel and enhancing productivity. Furthermore, 37% of participants believe that an adequate workload distribution adds to revenue development. Furthermore, 15% believe that diversifying services benefits revenue growth. These findings show that in order to increase income production, organisations should prioritise factors such as organisational culture, job distribution, and service diversification.
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Graph 13: Challenges Faced by google
(Source: Created through SPSS)
The graph exhibits data from 40 individuals who expressed their thoughts on Google's issues in retaining organisational culture. According to the responses, 13% of participants cited a lack of urgency as a barrier, while 59% cited an unclear change process as the primary challenge. Furthermore, 18% cited a lack of reinforcement as a barrier, and 8% cited a breakdown in communication. The remaining 2% agreed with all of the challenges listed above.
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Graph 14: Steps to mitigate Issue
(Source: Created through SPSS)
In accordance with the graph, 37% of participants are confident that Google has successfully implemented efforts to resolve various concerns. Approximately 7%, on the other side, strongly disagreed with this viewpoint, while 5% stayed neutral in their response. These findings suggest that a significant portion of participants perceives Google's efforts in mitigating issues positively, but a minority holds a contrasting viewpoint.

Enhancing Employee Productivity through Effective Organizational Culture at Google
According to the concern, Google uses an efficient organisational culture to boost staff productivity. This suggests that Google has put in place strategies, policies, and practises that improve staff performance and motivation. The High-Performance Work Systems (HPWS) model, which emphasises the alignment of diverse HR practises to improve organisational performance and employee outcomes can used in Google.
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Graph 15: Employee Orientation
(Source: Created through SPSS)
The graph shows that 48% of participants strongly agree that Google has a well-known reputation for their employee orientations. In contrast, around 13% strongly disagreed with this viewpoint, while 4% remained neutral. These statistics indicate that a sizable majority recognises Google's strong reputation for employee orientations, albeit a minority disagrees.
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Graph 16: Google strategies
(Source: Created through SPSS)
As stated by the graph, 12% of respondents believe that strengthening the business protocol strategy is important for increasing employee efficiency. Furthermore, 49% of respondents emphasised the relevance of technology-enabled training as a driver for increased productivity. Furthermore, 39% of participants acknowledged the importance e of engaging learning opportunities in increasing staff productivity. These outcomes imply that applying measures such as company protocol strategy, technology-based training, and engaging learning opportunities will improve staff productivity.
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Graph 17: Effective Culture
(Source: Created through SPSS)
The graph illustrates that 43% of participants strongly think that an effective organisational culture is critical to employee productivity. In contrast, 12% strongly disagreed with this viewpoint, while the remaining 2% were neutral. These data show that a considerable proportion of participants recognise the importance of organisational culture on employee productivity, whereas a minority disagrees.

The Benefits of Google's Effective Organizational Culture
Google's efficient organisational culture provides various advantages. It promotes collaboration by encouraging people to work together to achieve common goals and share expertise. This encourages invention and creativity, allowing Google to stay on the cutting edge of technical developments. The Competing Values Framework (CVF) model is similar in that it outlines four cultural kinds, including cooperation and creativity, that align with the benefits of Google's effective organisational culture.
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Graph 18: Recommendation for improvement 
(Source: Created through SPSS)

The graph vividly shows that 69% of participants are eager to offer strategies for future improvement. In contrast, 7% do not want to provide any advice, and 19% are hesitant. These data indicate that a significant majority of participants are actively engaged and willing to contribute ideas for improving the subject matter, whereas a minority prefers not to participate or is indecisive.

[bookmark: _Toc137305036]4.2.5 Correlation analysis 
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Table 2: Correlation matrix 
(source: self-created through SPSS)
The process of correlation evaluation helps in getting the needed idea about the interrelation that exists between the different set of variables and the different way the alterations in one side creates the needed impact on the other one. Therefore, to this note, it can be seen that, the correlation between the dependent variable, "help in boosting revenue and performance", is inter connected with "effective culture", through positive alignment (Sanguinetti et al. 2019). This is so the case as, as observed from the table on correlation matrix, it is noted that the valuation is "0.909", which is towards "1", hence justifying the positive correlation. Additionally, it is observed that the relation of the dependent variable, to that of the independent variable, which is relevant strategies, is "0.795", which means that the relation is definite and there is a positive attribute of string inter connection between the dependent and the independent one. Lastly, as observed from the working of "benefits of effective culture and impact on performance nature", is observed to be "0.945", and "0.741", individually, which means that the effect of these independent variables are strong and pertinent enough to cast impact on the working process of the dependent variable. Additional to all these observations it is observed that the inter connection between the dependent and the independent variables are significantly correlated to each other. This statement means that the significant value is observed to be less than "0.05" for each of the variable which in turn justifies the notion that, the correlation value is positive and also individually responsible for creating the needed impact on each of the variables, in relation to the dependent and the independent impact. Therefore, the statistical value that exists between the different set of variables are observed to be ideally represented with the help of the table on the correlation. 

[bookmark: _Toc137305037]4.2.6 Regression analysis 
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Table 3: Regression analysis 
(source: self-created through SPSS)
Regression analysis is the process that helps in finding out the value of the variables in terms of the regression values that are presented (De Menezes et al. 2021). In respect to the above given interpretations it can be observed that the regression values, namely, R and R square values are observed to be "0.931" and "0.866" individually. To this note, it is worthwhile to state that, as observed that the values are near to "1", there is a definite correlation between the independent variables, like independent cultures relevant strategies, benefits of effective culture and impact of the performance culture, on the working style of the dependent variable which is the "help in the process of boosting the revenue and performance". Therefore, as the values of both the R and R square value is observed to be best 1, it represents that there is a possibility of subsequent bad continuous relationship between the dependent and the independent variables. As the values are near to 1, this also includes that there is a significant and constant relationship between the variables which are positive enough to create the needed impact. Additional to these, the values as presented in the ANOVA table is also observed. From the table it is notified that the mean square value for both the residual and regression value is observed to be positive and more or near to "1". These values indicate a strong interrelationship between the different variables and hence this in turn helps in the proper establishment of the valuation that stays between the different sets of variables. From the table of coefficients, it is observed that all the significant values are near to "1". Therefore to this point it is noted that, the coefficients have proved the positive inter relationship between the different set of variables and thus, this led to the distinct behaviour of all the variables, causing rationally an impact on the working process of the dependent variable. 
[bookmark: _Toc137305038]4.2.7 Collinearity diagnostics 
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Table 4: Collinearity Diagnostics
(Source: created through SPSS)
In the analysis of the statistical study, it has been observed that the collinearity diagnostics is effective in terms of understanding the relevant values related to the subject matter which are also aligning with the variables. In this way, the study can present the proper estimation regarding this aspect along with the multicollinearity issues. The above table is associated with the Collinearity diagnostics which represents the “eigenvalues” and the “condition indexes”. According to Huang et al. (2023), these parameters are effective in terms of providing the interrelation between the dependent and independent variables. Through this interconnection, the impact of changing nature has proceeded among the data sets as well. The above table helps in addressing the collinearity diagnostics for the independent variables. By addressing the values which are optimised from the eigenvalues, it has been observed that the majority of the values are very much close to “0” which highlights high connectivity along with dependency among different sets of variables. The above table has also depicted the authentication of considering the alternative hypothesis and its reason for acceptance. The process is also effective in understanding the relationship between the dependent and independent variables. 
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Table 4: Residual Statistics
(Source: Created through SPSS)
The “residual statistics” that is implemented for the analysis of the SPSS data assists in determining the “key differences” associated with the “variables” as well as to measure the variance in the “predicted values” and the “observed values” of the “dependent variables” (Hall and Wellner, 2020 ). As per the statistical representation, the “dependent variable” is established to be “help in boosting revenue and performance” and based on this data analysis, it is discerned that the “standard predicted value” is calculated to be “-0.726” whereas the “standard observed value” is “-3.355”. On the basis of the calculation, the analysis states that the difference between the aforementioned numeric of the “standard predicted value” and the “observed value” is high, and hence, the maximum difference emphasises on the introduction of the “linear regression data” into the above data set as well as illustrates on the “positive residual factor” effective for measuring the “dependent variables” in the statistical analysis. Furthermore, the tabular representation suggests that the “maximum predicted value” of the “dependent variable” is “2.235” against the residual value of “1.973”. In spite of the mean values of both the “predicted and observed values” being found to be 0.000, the “standard deviation” of the “predicted value” stands at 1.000 while the “residual value” is “0.947”. This reveals that the variable revolved around the “mean value” with evident distinctions between the “predicted” and “residual” outcomes. 
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Discussion on graphs
The research study establishes its findings based on the topic of discussion of analysing the impact of organisational culture in influencing employee productivity in the case of Google. According to Paais and Pattiruhu, (2020), the organisational culture prioritises the shared values, beliefs, attitudes and behaviour that directly impacts the norms and practices of the organisation. While aligning the vision and goals of an organisation as well as guiding the decision-making process, the maintenance of the culture is necessitated by almost 77.5% of the survey participants while 87.5% strongly agree on visible changes in their performances in terms of communication, collaboration, teamwork and innovation. Furthermore, the notion of increasing motivation and employee productivity through an effective organisational culture is also highlighted by 45% and 35% of the respondents, respectively.
As per Azeem et al. (2021), Google has engaged in propounding a well-balanced organisational culture as agreed by 42.5% participants, followed by implementing relevant strategies (70%) to boost employee productivity (42.5%) and employee engagement (47.5%) for elevating the revenue performance of the organisation (80%). Despite the critical challenges of unclear change process (60%) and “lack of reinforcement” (17.5%) of regulatory measures regarding data security and employee safety towards employee burnouts and dissatisfactions to curtail cultural issues, Google has facilitated “training and development” of employees for technological growth (47.5%) and boosting “cultural diversity” for a sustainable internal workplace for the employees. According to Martínez-Caro et al. (2020), Google has also signified a positive relationship between the organisational culture and employee performance by “engaging in learning opportunities” for skill-building and gaining knowledge in their respective fields that could assist in boosting the employee’s career prospects both within and outside the organisation. Therefore, projecting a coordination between the directors of Google and the employee workforce can help in stabilising the productivity and performance of the workforce while also shaping the organisational culture effectively.
Discussion on correlation analysis
The reliability and “interconnectivity” deduced through the relationship between “dependent variable” and the “independent variables” are evaluated with the help of the “correlation analysis” that promotes the enhancement of the research study significantly (Senthilnathan, 2019). As per the subject topic, the “dependent variable” is “help in boosting revenue and performance” while the independent variables” include “impact on performance nature”, “benefits of effective culture”, “relevant strategies” and “effective culture”. Effective strategies to amplify the organisational culture for impacting employee productivity and performance, in the context of Google, has helped to foster creativity, innovation and relevant learning opportunities for boosting the motivation and employee satisfaction which is attested through the high “coefficient values” in the correlation table of all the chosen “independent variables”. This illustrates the “dependence” and relevance of the “dependent variable” on the “independent variable” for establishing the findings of the study.
Discussion on regression 
The conduct of the “regression analysis” for determining the accuracy of the stated hypothesis through the “primary findings” aids in drawing “relativity” and “connectivity” in association with the “secondary database” incorporated in the Literature (Fernández-Delgado et al. 2019). As the “P-Value” is calculated to be “0.000”, its lesser value compared to the “standard value” of “0.05” signifies that the dependability between the “dependent variable” and the “independent variable” has adjudged the rejection of the “null hypothesis” (H0) and the acceptance of the “alternative hypothesis” (H1) which states that “there is a significant impact of organisational culture in enhancing employee productivity”.
Discussion on collinearity diagnostics 
The level of influence and “connectivity” of the varied factors of “independent variables” on the “dependent variable” is established through the application of the “collinearity diagnostics” on the “primary findings” in the research study (Senaviratna and A Cooray, 2019). The statistical representation of the study indicates that the “eigenvalues” of most of the “associated variables” are found to be “0.00” which reveals a strong impact of the “independent variables” of “impact on performance nature”, “benefits of effective culture”, “relevant strategies” and “effective culture” on the “dependent variable” of “help in boosting revenue and performance” in the context of Google.
Comparative analysis 
This section draws a close association between the “primary findings”, established through SPSS, based on the responses of 40 employees working at Google and the “secondary dataset” utilised for the enhancement of the Literature review of the study. According to Engida et al. (2022), the importance of organisational culture in influencing employee performance and productivity is based on the visions, beliefs, values and policies that form a part of the cultural varsity. In consideration with enhancing the efficiency and sustainability of the organisation, Google has displayed characteristics of well-balanced differentiation between personal and professional lives, fostering innovation and creativity, teamwork building and employee empowerment that has assisted in the foundation of a well-shaped organisational culture for the workforce. As per Sopaih et al. (2020), the effectiveness of the organisational culture is also held accountable for encouraging and motivating employees to function with the management by inculcating positive communication and collaborative practices that aid in framing decisions for the growth in employee satisfaction and the company's holistic growth in its field as attested by 35% of the Google employees involved in a survey. 
According to Khasar et al. (2023), Google has also facilitated in boosting the employee’s productivity by enhancing their engagement (42.5%) to explore new ideas for the development of innovative products and services, agreed upon by 17.5% of the respondents. By fostering a diverse and inclusive culture, employees at Google are assured of their well-being being catered to and their values being appreciated by the company’s management which has also been a beneficial move for boosting the revenue and performance, accepted by 80% of the survey participants. However, Isensee et al. (2020), mention that the management of Google has also been criticised for its lack of adherence to the employee’s morale, concerning their burnouts and high levels of stress, as well as poor enforcement of “cultural sensitivity” to serve the needs of the diverse client base. Such “unclear processes for change” have been focussed upon by Google through relevant strategies that include strong employee orientations, agreed by 47.5%, and technological development of employees through training programmes (47.5%) and engaging learning opportunities (40%) for the employee’s performance and productivity to improve distinctively which have been proved through the “correlation analysis”, “regression” and “collinearity diagnostics” that accepted the “alternative hypothesis” of “there is a significant impact of organisational culture in enhancing employee productivity”.
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From the above analysis chapter, it has been highlighted that the utilisation of statistical analysis is effective in terms of getting relevant outcomes along with appropriate information. In this study, the chapter has been conducted by utilising some different statistical parameters which are descriptive analysis, correlation, regression, collinearity diagnostics and residual statistics. All the parameters have been procured by focusing on the alternate hypothesis. On the other hand, the proper interpretations of graphical representation are effective in terms of procuring relevant outcomes of the study. Lastly, in the discussion part, it has been stated how these parameters effectively optimise the research questions properly related to the subject matter. 


[bookmark: _Toc137305042]Chapter 5: Conclusion and Recommendation 
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Organizational culture significantly impacts the manner in which an organisation operates and interacts with its workforce. A firm's success is directly related to its productivity and the culture of its organisation (Carvalho et al. 2019). Furthermore, successful organizations are built on the foundation of a strong organisational culture including the multinational giant Google as well. The above study illustrates Google's organisational culture as a means of enhancing the productivity of its employees. Employees at Google with this type of organisational culture are empowered and take responsibility for their work. They are also encouraged to innovate and develop new ideas. Through this process, the organisation has enhanced their creative capabilities and increased their employees' engagement levels. The concluding section of this study summarizes the significance of the subject matter and the critical analysis discussed in previous chapters. Additionally, the chapter offers some recommendations for filling the research gap in future studies in a more effective manner.
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Organizational cultures are also known as corporate cultures or company cultures. It is defined as a set of characteristics that allow one organization to differentiate itself from others by exhibiting its distinctive characteristics. As stated by Chión et al. (2020), an organization's culture is a set of values and standards that are adhered to and expressed by employees and groups within the organization. In the above study, company culture was investigated and its effect on employee performance was examined. Therefore, the study has demonstrated the reasons for the significance of “organisational culture” in Google for increasing employee performance. The introduction part of the study provides an overview of the topic and a background to the study. A rationale for the study has also been provided in this section, so that the reader can fully understand the importance of conducting this particular research. Moreover, the research has identified appropriate objectives and aims in order to conduct a thorough analysis of the subject matter. Furthermore, research questions are outlined in order to accomplish the objectives of the research effectively. 
As a result of the literature review, the significance of the study is analysed in an effective manner in relation to earlier interpretations of the research and theories on the topic. An evaluation of the concept and meaning of organizational culture is provided in this section of the literature review. It is through this evaluation that the importance of organizational culture is revealed in the development of successful organizations. In addition, it provides insight into the different approaches that Google has taken to organisational culture. In this chapter, the various influencing factors of employee productivity are discussed in detail. According to Thuda et al. (2019), the most important factors influencing a worker's productivity are motivation and job satisfaction. 
Additionally, the chapter discusses the several reasons behind the importance of organizational culture for optimizing employee productivity. As per the review of the literature, Google’s strong organizational culture that fosters trust and collaboration helps to increase employee motivation in the organisation. This way the study meets its first objective of analysing the “relevance of organizational culture in Google in terms of motivating the employees”. As stated in the study, cultural issues have an impact on organizational growth, and as per the chapter, Google faces a number of challenges relating to cultural diversity (West et al. 2019). Consequently, employee morale has been severely impacted, leading to burnout, low motivation, conflict, and decreased productivity.
Moreover, as a result of Google's lack of diversity and inclusion, the company is unable to represent a wide variety of viewpoints and experiences. Google's reputation has also been seriously damaged by privacy concerns and data breaches (Harborth and Pape, 2019). These findings help the study to meet its second objective of investigating the “issues that occurred due to cultural diversity and its advertising effects on organizational growth”. Furthermore, the chapter examines the relationship between performance of the workforce and work culture. It also highlights the benefits that can be achieved by implementing cultural diversity within Google and as per the study, strong leadership strategy is effective for resolving cultural conflicts, thereby meeting the study's third objective of establishing “effective mitigating strategies for resolving cultural conflict within the workforce”.
The section of the study devoted to "research methodology" specifies that the researcher has used the "quantitative strategy" and "primary data collection method" for retrieving the data and information with the help of survey method. In order to examine the impact of organizational culture on employee performance at Google, an "online survey" was conducted on social media. The survey was conducted with “40 Google employees” as respondents. Using the “SPSS software”, the collected data is analysed statistically.
The analysis of findings chapter states that there is one “dependent variable” in the study which is “help in boosting revenue and performance”. The “independent variables”, on the other hand, include “effective culture”, “relevant strategies”, “benefits of effective culture”, and “impact on performance nature”. A “correlation analysis” is used in the study to assess the “reliability and interconnectedness” of the data for deducing the relationship between the "dependent variable" and the "independent variables" (Król et al. 2019). As per the findings, it is observed that there is a “positive correlation” between the “dependent variable” and the “independent variables” in the study. Furthermore, by using the "regression analysis" approach and comparing the "R squared value" and the "R value", the possible consequences of the "hypotheses" formulated has been determined. Based on the study results, the “p-value” was less than 0.05, which is significant from statistical angle. Due to the interdependency of the variables, the “alternate hypothesis” framed by the researcher has been accepted as “there is a significant impact of organisational culture in enhancing employee productivity”. Moreover, as per the “collinearity diagnostics” of the study, there is a strong influence and connect between the “dependent variable” and the “independent variables”. Additionally, as per the “comparative analysis” of the” primary findings” and the “secondary dataset”, it is seen that there is a close connection between the two and consequently it is stated that organisational culture is important for enhancing productivity among employees of Google.
[bookmark: _Toc137305045]5.3 Recommendation  
After the successful completion of the given study, it can be observed that there are certain and specific areas that have gone under unobserved situations and therefore creating space for further improvement through the appropriate following of the different sets of ways that are modified for the better illustration of the condition. The first issue that has been observed from the study is that not much deep insight is provided to the discussion of the effects of cultural diversity in an organisational culture and the recognition of the employees (Sawaneh, and Kamara, 2019). Therefore, to this it can be noted that ample amount of discussions is needed to be held in the process of the framing of dissertation that will help in building needed knowledge on the various ways cultural diversity in an organisation brings in the needed effect on the employee productivity and cultural positions. Additionally, the researcher could have also compared the organizational culture of Google with other companies and made a comparative analysis of their performance and productivity. The researcher could have further analysed in detail the manner in which innovative and creative culture of the company affects its production level and compared Google with other companies’ culture for a more comprehensive analysis. Furthermore, this will also provide a broader base to research on, in the near future. In addition to this, it is also observed that the discussion on the link between the organisational culture and employee performance has lacked and therefore, this needs to be addressed in a careful manner. The researcher could have considered the long-term effects of organizational culture on the performance of employees. The researcher could have examined the different types of organisational culture and its impact on employee performance and motivation levels. This would have enabled the researcher to get deeper insights on the impact of culture in an organisation and productivity of employees (Tran, 2021). Moreover, a bigger sample size for conducting this study would have helped in representing a larger population. As such the results of the study would have been more accurate and more comprehensive as well. In coherence to this, issues regarding the adoption of the research methodology have been also found in the study presentation which also need to be addressed (Asaari et al. 2019). It is observed from the study that the study has adopted on to the primary methodology for the successful completion of the study. While this has provided for space to discuss the analytical aspect in a framed manner, the adaption of the approach has made the process a bit time consuming and subjected to mistakes. Therefore, it can be observed that, the adoption through the secondary method of completing the study and its aligned research methodology is effective and beneficial enough to present the study in a congruent manner. As there is abundance of secondary data available and accessible for use, the researcher can filter and sort these data for future studies. This will be an easier and faster way to collect relevant data that saves time as well as cost for the researcher. The researcher will not have to face the similar issues in the future and hence get the needed clarification in the process of completing the study in a more specific manner. 
[bookmark: _Toc137305046]5.4 Conclusion 
Therefore, to conclude, it can be said that the constant interpretation of the entire dissertation in the chapter presents the needed overview about the different ways, the needed interpretation and discussion in the topic is met and the prolific way the objectives that are set are also met is described in the chapter named conclusion. Elaborate details about the various junctures about the dissertation where the different objectives have been met are discussed in the chapter with certain descriptions of the different ways in which the study has met the objectives of the study. Therefore, to conclude it is seen that details on the effective strategies needed for employment engagement and the inter-connection between organisational performance and details about the various ways the organisation boosts up the employee morale but do face issues in the process of executing the services are also detailed out in the study. Areas of issues faced in the dissertation are mentioned and along with that, the specific ways in which the issues can be further mitigated is also mentioned in the chapter, therefore completely establishing the study in a congruent manner. 
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