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[bookmark: _Toc36056495]Executive Summary

This report’s purpose is to provide an insight into Google Inc organizational culture to understand its impact on organizational efficiency. The author will use literature proven models to discover and to understand Google’s organizational culture and how it affects not only its efficiency, but also, the employees, the profits, and the customers. The researcher will use theories and models from Edgar Schein’s 1980 model, Geert Hofstede’s cultural dimensions theory, Charles Handy’s theory which links organizational structure to organizational culture and Gerry Johnson and Kevan Scholes’ “Cultural Web” theory. The researcher will demonstrate that Google not only does it have a strong organizational culture, but also, that it is considered to be the best in the world.  Further on, the researcher will present his findings in order to discover why does Google have a strong organizational culture and how it affects its success.
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[bookmark: _Toc36056496]1.0 Introduction

The researcher, Cezar Andrei Sulugiuc was tasked by the University of Wales Trinity Saint David (UWTSD) to provide a formal, 3500-word report regarding the context of organizational or corporate culture for Google Inc. The research method used to compile the report is secondary research and it relies on specialized literature, peer-reviewed articles and journals, books, reliable websites, trusted blogs and videos.  Initially, using the literature review, the researcher will analyse the internal and the external context of Google, trying to prove if Google employees behave according to the company’s culture and if it has a major or any impact on the organizational success. The deadline for the report is the 3rd of April 2020. 
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Culture is the structure of different characteristics representing an entity and distinguishing a company from another (Forehand and von Gilmer, 1964). Culture is the collective thought of minds which, according to Hofstede (1980), creates a difference between the members of one group and another. In organisations the concept of culture must be understood and shared (Titiev, 1959). Pettigrew (1979), suggests that organisation's cultures are based on cognitive mechanisms that help explain how workers think and make decisions. He also noticed the different level of culture, centred on the multi collection of principles, values and assumptions that decide how organisations conduct their business. 
According to Schein (1990), culture is characterised by a set of values and behaviours that may be considered to drive performance. 
According to Kotter and Heskett (1992), culture implies a relatively well-established collection of views, attitudes and values of society as a whole. In basic terms, we should understand that the information, interpretations, principles, beliefs, communication and behaviour of a large group of people are formed at the same time and at the same time. 
The idea of culture is commonly used in the definition of today's companies (Kotter and Heskett, 1992). Organizational culture should be based on two main factors for the social group: the institutional cohesion of the group and the inclusion of a single object in a higher standard (Schein, 1995) 
Hodgetts and Luthans (2003) describe the various characteristics associated with the organisational culture. Culture can be described as a set of shared values that can be estimated to represent a similar organisational culture with different backgrounds at different levels within the organisation (Robbins & Sanghi, 2007). 
Organizational culture is assumed to be solid, with the majority of employees adopting the same kind of beliefs and values as the organization's concern (Deal and Kennedy, 1982). They decided that managers would seek to reduce the distance between workers in order to build a positive relationship. Management also found that workers are more relevant than the laws of the company.

2.2 Edgar Schein’s Model

Edgar Schein, born on the 5th of March 1928 is a renowned former professor at MIT Sloan School of Management who had notable contributions to the fields of organisational culture, organisational development and career development. In the 1980’s, Schein introduces his model of organisational culture composed of three distinct levels:

The first step is concerned with an organization's objects or physical characteristics (artefacts) (Williams et al 1993:138). These may include facilities, accommodation, appliances, bonuses and credits, the dress code and the clear contact between workers and other stakeholders themselves. 
The second level is regarding espoused values or the apparent culture of stakeholders in the company (Williams et al 1993:139). This involves the description in the organisation of the mission statement, objectives, priorities, values and working beliefs. 
The third stage deals with the underlying theory of the organisation (underlying assumptions) There are cultural components that are not evident within the company and are unmentionable within it. (Williams et al 1993:140). 

2.2 Charles Handy – Four Power Structures

The way Charles Handy looked at culture led researchers to use it to connect organisational structure to culture. Handy identified four different types of cultures: ' Power Culture`, `Role Culture’, ' Task Culture, ' and ' Person Culture’. 
Power Culture can be symbolised as a ' web, ' according to Handy, and it refers to power that is distributed from the middle to the rest of the company like a network (Handy1993:184). Power cultures are also found in small business organisations such as property, trade, and finance businesses. Once companies embrace a culture of power, rules and bureaucracies are held to a minimum. These forms of organisations are often political, where decisions are taken mainly on the basis of persuasion rather than bureaucracy or logic (Handy 1993:184)
Role Culture refers to a highly developed hierarchical organisation where workers have identified delegated authority and where protection and predictability are provided (Handy1993:185). Handy (1993) defines the structure of this form of organisation as a 'Roman building' since logic and reason function in this culture (1993:185). Organizations with a role culture bring their strengths, roles, and fields of knowledge into their foundations. The foundations also include the department of finance and the purchase department, and the interaction between them is routinely regulated by rules and procedures, which are the main influencing methods (Handy 1993:185). According to Handy (1993), these forms of organisations develop hierarchical bureaucracies, and control is extracted from the role of an person and not from the knowledge and professionalism of the person. In addition, companies with role structures are slow to identify the need for change and, once the need is recognised, it takes a long time to initiate change (Handy1993:186) 
On the other hand, Task Culture is job-oriented, and is present in organisations where individuals operate as a team and power is extracted only from knowledge and only when necessary (Handy 1993:188). Handy (1993) describes this form of organisation as a ' grid ' in which much of the power and control lies at the ' grid intersections. ' The task culture places complete focus on getting the job done and, thus, this form of culture tries to gather the correct tools, the right employees to a suitable rank in the organisation and let them knuckle down. This style of culture is very clear, it is the form in which managers want to work at the middle and the first level.
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