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Executive summary 

In this report, I will be looking at the organisational culture and human resource management at Google. Google is one of the leading technology companies worldwide and is a market leader within the search engine market. Google was established in 1998 by Larry Page and Sergey Brin after receiving an investment of 100,000 dollars from a Silicon Valley investor known as Andy Bechtolsheim. The mission statement of Google is 'to organise the world’s information and make it universally accessible and useful (How we started and where we are today - Google UK, n.d.). 

Google’s structure is a relatively flat structure also known as a matrix structure, this helps Google to use a more team-based management approach and encourage and facilitate collaboration. Google is very much focused on collaboration as well as innovation and its structure allows them to fulfil these aims. The flat structure enables more effective communication from the bottom of the organisation to the very top, the flat structure enables employee’s greater freedom using their innovation and to more effectively present these ideas to more senior employees (Cuofano, n.d.). This structure has allowed Google to set the foundations of an excellent culture within the organisation. 

The culture of an organisation is pivotal in the day-to-day operations of the business as well as its long-term success. Edgar Schein believes that the culture of the organisation stems from the values and beliefs at the top of the organisation (Schein, 2004). In Google’s case, their values are to be collaborative and innovative, these characteristics stem from the top of the organisations and have created the foundations for the culture that is so well known in Google today. Charles Handy identified four different types of culture within the workplace, known as power, task, person and role culture. Of these four culture types, I believe that the one that best describes Google is the task culture due to its collaborative and innovative characteristics like Google (Handy, 2007). Google was the number one ranked business in terms of its culture in 2021 according to Comparably’s rankings with an excellent rating of 4.7 out of 5 for their culture score (Comparably, 2022).

When it comes to human resource management there are very few organisations that do it better than Google. Google employs thousands of staff worldwide in 40 different countries worldwide (Pratap, 2022). Google provides staff members with numerous perks, such as health care, financial advice, free meals and an onsite gym to name a few (Pratap, 2022). Google also offers lucrative bonuses for employees that perform to a high standard as an incentive to encourage employees to perform to the best of their ability. The workspace and perks offered by Google provide employees with the best possible environment for success whilst also ensuring the culture within the organisation remains healthy. 








Introduction 

In this report, I will be investigating the organisational context, organisational culture as well as human resource management at Google. I will be analysing the culture within Google considering the overall work environment and how well employees are treated within the workplace. Upon conducting my research, I will identify areas of improvement and provide recommendations to improve in these areas. 

Organisational context 

Google is an American multinational technology company founded in 1998 by Larry Page and Sergey Brin, the concept was initially created in 1995 when Page and Brin were students at Stanford University (How we started and where we are today - Google UK, n.d.). The business didn’t truly launch until 1998 when the business began attracting attention from Silicon Valley investor, Andy Bechtolsheim. Bechtolsheim wrote Page and Brin a cheque for 100,000 dollars and this is what truly propelled Google. The founders of Google Larry Page and Sergey Brin’s main aim and mission statement for Google was to 'to organise the world’s information and make it universally accessible and useful.' (How we started and where we are today - Google UK, n.d.). 

Google has over four billion users worldwide, using services such as Gmail, google photos, google maps and YouTube with the search engine accounting for over 90% of the market share worldwide (Georgiev, 2022). Google has also ventured into the mobile phone and smart technology markets in recent years with the release of the pixel phone in 2016 and the introduction of smart technology such as doorbells, speakers Google Wi-Fi, Chromecast, thermostat and smart lock to name a few of the smart products that they have on offer (Browse all of Google's products and services - Google, n.d.). 

Google plays a huge part in the UK, employing over four thousand staff, all with differing backgrounds, experiences and skillsets all over the country. Google also provides over £55 billion in economic value which is supported by Googles search engine and advertising alone. Google has supported over 700,000 businesses with their products and programmes in 2020. The first office in the UK was opened in 2003 and was under the leadership of the managing director Ronan Harris (About Google in the UK - Google UK, n.d.). 

Google’s offices are renowned for being some of the most innovative and eye-catching workspaces in the world, the main reason behind these innovative workspaces is to maximise the productivity of their employees. Google offer their employees the chance to choose the workspace that is best suited to them. Google has implemented both the distributed and zone models of strategic space planning, offering quiet workspaces as well as private stimulus-controlled areas which are blended with areas that support individual and group work to allow employees to choose their preferred workspace and 
encourage collaboration (What Your Business Could Learn from Google's Office Design – Applied Workplace, 2015). Google also uses nested seating, these are spaces that seat six to eight employees, the reasoning for this is that this size group is seen to best for the culture as well as building the best relationships according to George Brandt, all of which helps boost productivity (What Your Business Could Learn from Google's Office Design – Applied Workplace, 2015).

Google's structure is known as a matrix structure, with a more team-based management approach, this is because Google encourages all employees to communicate to be more innovative. The flat structure allows employees to have freedom and develop new innovative ideas and effectively communicate with senior employees (Cuofano, n.d.). Google also has product divisions within the  organisation that specialise in specific areas such as artificial intelligence and cloud services, by having specialist teams allows Google to ensure that they are as innovative as possible (Cuofano, n.d.). This structure has allowed Google to create an excellent culture within the business. 


SWOT and PESTEL analysis 

	Strengths 
	Weaknesses 

	· Market leader 
· Access to large amounts of data 
· Brand recognition 
· Ability to be innovative 
· Diverse product range 
· The second most valuable brand behind Apple
	· Lack of brick-and-mortar stores 
· Data gathering can make some people feel uneasy

	Opportunity 
	Threats 

	· Advancements in new technologies
· The opportunity to open brick and mortar stores
· Android operating system will allow Google to go head-to-head with Apple 
· Growing demand for smart technology e.g. smartwatches and fitness trackers 
· More opportunities due to more remote working 
	· Wide range of competition in many market segments from other large innovative companies
· Apple's continuous growth maintaining the title of market leader 



(Kushwaha, 2022)
(Thompson, 2020)




	Political 
	Economical 

	· Pressure to reduce the number of political adverts 
· More free trade agreements
	· Major growth in new emerging markets 

	Social 
	Technological 

	· The forever growing use of social media platforms 
· Criticism towards Google due to their handling of data storage 
	· Developing countries gaining greater access to the internet 
· The growing use of mobile devices
· The growing market of cloud services  

	Legal 
	Environmental 

	· Increased number of regulations surrounding online privacy and data storage 
	· Pressure to be more sustainable 
· The growing market for businesses with sustainable practices 



(Kushwaha, 2022)
(Thompson, 2020)

SWOT and PESTEL analysis in appendices. 


Organisational culture 

Organisational culture is crucial to how a business operates and to what standard in which they operate. Within every organisation human interaction and human relationships are pivotal, this, in turn, means that culture plays a huge role and must be managed carefully to ensure success in the workplace (Young, 2020). Edgar Schein believes that culture begins with the leaders within the organisation that impose their values and beliefs on the group (Schein, 2004). Schein also states that leadership and culture are intertwined and that neither can be understood by itself (Schein, 2004). Schein states that culture has four key characteristics, these are structural stability, depth, breadth and integration (Schein, 2004). 
Schein’s definition of culture is “the pattern of shared basic assumption – invented, discovered or developed by a given group as it learns to cope with its problems of external adaptation and internal integration – that has worked well enough to be considered valid and therefore to be taught to the new member as the correct way to perceive, think and feel concerning those problems’ (Young, 2020). 

According to Charles Handy, there are four types of culture within an organisation, these are power culture, task culture, person culture and role culture (Handy, 2007). In my opinion of these four types of culture, the one that best describes Google’s culture is the task culture. The task culture is a culture whereby teams are formed to solve problems or to achieve certain goals and team members must complete tasks in the most innovative way possible (Handy, 2007). The reason I believe that the task culture best describes Google’s culture is because Google is very much focused on collaboration and innovation and their organisational structure supports their culture, which is to maximise innovation (Smithson, 2019). Another way of describing Google’s organisation culture type is the adhocracy culture type (Behenna,2022), this is also suited to Google as they are a risk-taking innovative business, it does not perfectly describe Google as they are not solely externally focused, I believe that Google also shares elements of the clan culture as they are collaborative and deeply care about the well-being of their employees (Behenna,2022). 

According to Guirdham groups of people are much better at making decisions as well as performing functions and carrying out projects better if the people within the team have the skills required to be successful (Mullins, 2006). A common misconception with groups is that they will often tend to take fewer risks when deciding as they have to have a common ground whereas individuals can make their own decision, however, this is not the case a study found that groups often make more risky decisions leading to greater innovation (Mullins, 2006), therefore not only is group work beneficial for the culture within the workplace it is also better for being more innovative which is why Google encourage group work where possible. 

An example of Google encouraging innovation is by implementing the 20% rule (Murphy, n.d.). This rule allows employees whether working along or collaboratively to spend 20% of their time is devoted to working on projects and ideas that may not be guaranteed initial success but have the potential to be successful in the future, this was a rule first implemented by the founder’s Larry Page and Sergey Brin in 2004 and is still used to this day and is known to be a long-standing Google initiative (Murphy, n.d.). 

Hofstede’s model suggests that six major factors influence the culture within an organisation, these are:
1. The power distance index 
2. Collectivism vs individualism
3. Uncertainty vs avoidance index 
4. Femininity vs masculinity 
5. Short term vs long term orientation 
6. Restraint vs indulgence 
 (Hofstede’s Cultural Dimensions Theory, n.d.)

As Google has a relatively flat structure on Hofstede’s power distance index they would feature lower down on the scale as they encourage power distribution with employees encouraged to make their own decisions. Google would again feature low on the scale in regard to collectivism vs individualism as although Google offers employees quiet workspaces through their offices they very much encourage collaborative working primarily (What Your Business Could Learn from Google's Office Design – Applied Workplace, 2015). In terms of the uncertainty and avoidance index, Google would have a relatively low uncertainty avoidance index, this is because as mentioned previously based on the 20% rule that they have implemented into their workspace (Murphy, n.d.), however, there are rules and regulations that Google must abide by, therefore, rules must be implemented in the workplace hence the rating wouldn’t be extremal low. Again on the femininity vs masculinity scale, Google would have a low score, this is because Google offers gender-fluid roles with many high-powered roles held by women and Google care for their employees offering numerous benefits to employees including medical care, financial support, family support and care and opportunities for their employees to develop along with some other extras (Build for Everyone - Google Careers, n.d.). Regarding Google’s score on the short vs long term orientation Google would score moderately highly as their focus is innovation and they are continuously looking into the future as they need to in such a competitive market, however, they also need to consider the present to ensure that they are meeting their current goals. On the restraint vs indulgence scale, Google would again score highly, this is because Google encourages their employees to enjoy their time in the workplace to enhance the culture and increase productiveness and innovation, this is reflected with their captivating workspaces. 

Another great way of analysing culture is by using the cultural web, the cultural web is a method of analysing an organisation's culture in the present, what they would like it to be in the future and the difference between the two (Johnson, Whittington, & Scholes, 2012). The cultural web is a great tool for analysing strategic culture and allowing an organisation to realise the impact that culture has on the performance and success of the organisation (Hoyas, 2022). Based on the information collected an organisation can then devise a strategy of changing the culture to better suit their employees and allow them to flourish. The cultural web was a theory created by Gerry Johnson and Kevan Scholes (Hoyas, 2022). 

Within the cultural web, there are six main elements, these are stories, rituals and routines, symbols, organisational structure, control systems and power structures (Johnson, Whittington, & Scholes, 2012). In terms of the story’s element, there is a large amount of positivity, with many previous and current employees stating that Google is a great company to work for and according to Glassdoor data 94% of employees approve of the CEO and 90% would recommend friends to work at Google (Google Reviews, n.d.). Regarding the rituals and routines element, each employee at Google gets allocated 20% of their work time to work on innovative projects, access to an onsite gym as well as free lunch on-site for employees and a bike to work scheme (Build for Everyone - Google Careers, n.d). In terms of the image associated with Google, they are very much known for their bright colours and innovative architecture, which is also the case with their logo, their logo is eye-catching, vibrant and easily recognisable which is also a representation of their workspaces. The structure of Google is simple, it has a relatively flat organisational structure, with a weak line of authority which enables better communication from the top of the organisation to the bottom (Cuofano, n.d.). In terms of the control systems that Google has in place they emphasize quality in all their products, employees get annual bonuses and the 20% rule is invoked. Google also produces numerous reports from sustainability reports to financial reports to name a few, in total in 2020 Google published 17 reports about sustainability that can be accessed by the general public (Reports | Google Sustainability, n.d.). Finally, there is the power structures element, Google has a cross-functional organisational structure, employees are put into groups based on their skill sets with managers overseeing operations, the most powerful people within Google are the team leaders, for example, the leader of the Pixel team as well as the companies’ executives (Smithson, 2019). 

Overall Google has an excellent reputation regarding its corporate culture and is renowned globally for it, having been Comparably’s best global company culture award in 2021 as well as a 4.7 out of 5 rating in their culture score which consists of reviews and ratings from employees. Google also won awards for the best company for diversity and best company for women (Comparably, 2022). Google has been able to win all these awards due to its core principles, beliefs and values and its ability to implement these values throughout the organisation with the support of its employees. Google has created an excellent corporate culture which is why they are one of the most successful companies in the world today. 


Human resource management (HRM)

Human resource management is crucial in the successful operation of an organisation, and one of the leaders in terms of human resource management is Google. Google strongly believes in innovation, and this is also the case when it comes to HRM. Google is very much focused on ensuring that their employees remain happy within the workplace, this is because Google knows the importance of a good culture within the workplace. Google employs a diverse workforce with over 70 offices located in 40 different countries globally (Pratap, 2022). Google provides their employees with the utmost care and assistance to ensure that they can work to the maximum of their potential. Another area in which Google excels is in employee development, Google has an excellent learning culture and an astonishing 80% of all tracked training are run through an employee-to-employee program whereby employees learn and grow by teaching one another (Create an employee-to-employee learning program, n.d.). 

When it comes to recruitment Google aims to employ those with the most suitable skill set as well as those that are the most compatible in terms of fitting into the culture of the organisation. When recruiting new staff Google aims to employ a diverse workforce as Google itself states that “there’s no one kind of Googler” (Pratap, 2022). By hiring people from diverse backgrounds it gives Google the ability to use the skills of all these different people as they all have different skillsets and perspectives, which in turn will help Google become more innovative. Google believes in providing equal opportunities for all of its employees, it offers rewards for performers and there are downsides to being an underperformer. Google provides 360-degree feedback with reviewers selected from across the organisation (Pratap, 2022). At google staff are allocated roles where they have a genuine interest and are offered the chance of continuous learning as well as excellent perks, this helps keep employees motivated and helps retain a good corporate culture. Some of the perks include flexible working hours, free meals, free on-site gym, financial management support, generous parental leave and onsite medical care (Pratap, 2022). The ability that Google has shown to operate effectively in a VUCA world is to the credit of how well Google is run as an organisation. Google’s clear vision, innovation and flexibility have provided them with the tools to flourish amidst the ambiguity of the VUCA world (Managing in a VUCA World: Thriving in Turbulent Times, n.d.).

Conclusion 

Based on the information that I have collated, I can conclude that Google is an outstanding business both in terms of the culture that it has created within the workplace and how they manage their employees. Google has created a culture whereby employees feel valued, have a sense of purpose and are given the tools and support to flourish and grow. Google provide their employees with everything that they need to keep them engaged and motivated and more importantly keep them happy, all of this leads to a great culture within Google that has allowed the business to be as successful as it is today. Although not perfect there are very few companies as good as Google. 



Recommendations for improvement 

Although Google’s culture is very there is always room for improvement, as to keep up with the competition organisations must always find ways of improving. The first recommendation I have for Google is to offer staff the opportunity to also collaborate outside of the workplace, this could either be through clubs and regular social events, this in turn will help employees build stronger relationships which will help them to perform better as a team in the workplace. 

The next recommendation I have for Google is to introduce a system whereby information can more easily be shared as in the current structure although information can be shared due to the organisational structure this is often done in a controlled fashion. I believe that if employees have greater freedom when sharing information that it will lead to greater transparency which will help to eradicate issues before they grow, and it will also allow employees to provide feedback directly to senior staff members that can address any potential issues should they arise. Another benefit would be the fact that employees would have more license to express their views which may lead to greater innovation. 

Appendices 

SWOT

To summarise the SWOT analysis we can see that Google is one of the largest companies in the world and is a market leader in the search engine market, they are a highly valuable and recognisable brand worldwide. Due to the sheer size and reach that Google has there are numerous opportunities that they could take advantage of in the future, these include greater advancements in technology which will allow Google to fulfil one of their main aims which are to be innovative as well as growing demand for the products that they are producing such as smart technology such as smartwatches, speakers and assistants. Although Google is one of the most successful brands worldwide there are some weaknesses and potential threats, the lack of brick and mortar stores they have on offer which may prevent them from reaching a certain segment of the market. A potential threat is the fact that due to their sheer size they have a great amount of competition, especially from the likes of Apple. 

PESTEL 

Regarding the political factors that may affect Google, we can see that pressure to reduce the number of political adverts and fair-trade agreements will have a profound effect on Google’s operations. Social media is another factor that Google must consider, with more exposure and criticism than ever. The increased number of regulations is another factor that Google must consider as they must abide by these regulations to continue to operate. With many more markets gaining economic growth this is an opportunity for Google to branch out into more markets, this is also the case in terms of the environmental factors that they must consider, with greater demand for sustainable practices there is another potential market that Google continue to grow within. 
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