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Human Resource Management - A Case Study of Google Inc.
Introduction
Human Resource Management (HRM) plays a crucial role in organisations, being responsible for managing and developing the workforce (Wilton, 2019). In particular, there is a shift in the strategic perception of HRM to view workers as 'assets' rather than costs (Storey et al., 2019), which requires the company's HRM department to put in place a range of management practices to protect the legal rights of workers. Google is considered a leader in human resource management and places a high priority on employee development and well-being, offering not only an attractive compensation and benefits package including various types of insurance, retirement plans, flexible working hours, and paid time off but also a wide range of training and development opportunities. In addition, Google's human resource team uses a data-driven approach to decision-making, for example through employee performance data and engagement, to guide the company's human resource department and management in making better decisions, which are priority areas in terms of human resource management at Google. At the same time, however, it is important to note that there are issues of high workload and employee burnout at Google that need to be addressed and improved by the human resource management. 
The purpose of this report is to critically assess the current stage of HRM at Google, analyse the priority areas and organisational weaknesses in HRM at Google, and propose solutions and feasible recommendations.
Organizational Overview
2.1 Company Background
Google Inc. was founded in 1998 by founders Page and Brin in a friend's garage (Brins and Page, 2012) and is based in California, USA. Today, Google is one of the largest technology companies in the world, with billions of users and hundreds of thousands of employees. In the early days of the company, Google's main focus was on the Google search engine, however, as Google grew stronger, the company began to expand into several areas, including cloud computing and advertising, and to offer a wide range of Internet-based products and services (Google Product List, 2023).
2.2 Google's human resources framework
Google has a strong focus on human resource management and has created a dedicated HR team for this purpose. This team is responsible for several areas such as recruitment, training, compensation, performance evaluation, and employee benefits (Shittu, 2017). DeCenzo et al., (2016) also emphasise in their book the importance of HR teams, where a professional HR team could fully protect the rights and interests of employees and ensure that they can make the most of their talents, especially one with a clear division of functions and departmental refinement of the HR management team. In addition, Google's HR team has a very important role in the company, with the Vice President of HR based on the company's Board of Directors reporting directly to the CEO. It is clear that HR management is seen as a key strategic task at Google and is closely linked to the company's strategic development.
Main discussion
The successes and practices of human resource management at Google in the following three areas.
3.1 Organisational culture change and development. Company culture is an important part of the organisational behaviour area, particularly in managing organisational people. A qualitative study of Google recruited face-to-face in-depth interviews with 28 employees who identified culture as an extremely important factor, and who were convinced that they could have a great influence in their industry and change the world with the Google culture (Steiber and Alänge, 2013). Furthermore, Abdul Rashid et al., (2003) studied the impact of corporate culture on the financial performance of Malaysian companies and found a significant correlation between corporate culture and organisational commitment, with a potential impact on firm performance. However, researchers have not examined the effects of organisational factors (e.g. department, age) as well as managerial factors (e.g. job engagement, job performance) on corporate culture and organisational commitment.
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Figure 1: The impact of corporate culture and organisational commitment on firm performance. Adapted from Abdul Rashid et al., (2003)
In addition, Google emphasises a culture of openness, innovation, inclusivity and efficiency, encouraging creativity and the expression of different opinions. To achieve this culture, Google has adopted several measures, such as promoting a "20% time" system among its employees, which encourages them to spend 20% of their working time developing new projects and exploring new ideas. In the article, Tirabeni (2019) agrees and cites this example of Google and argues that the company benefits from supporting employee-driven innovation (EDI) to support the transition to a more open innovation model, as well as promoting Google values across the company and organising regular training on company culture.
3.2 Recruitment selection and onboarding. Google HRM employs a range of innovative and effective methods for recruitment, selection and onboarding. For example, the company uses CV collection and data analysis to select the best talent. This new approach to recruitment is also mentioned in Trost's (2014) book, that in addition to placing job advertisements and headhunting referrals, HR departments are better able to recruit quality people by going on campus early in the graduation season and targeting talent in advance through talent recognition.
In addition to this, Google has adopted a recruitment strategy called 'Big Data Talent Focus'. This strategy allows the company to focus more on quality rather than quantity to ensure that only the best people join the company. This means that Google has developed algorithmic models for each position that are specifically designed to analyse the CVs of unsuccessful candidates, and with the help of this algorithm, Google has reduced its chances of missing out on talent to less than two percent (Goffee and Jones, 2007). The data analysis by HR has greatly improved the efficiency of the recruitment process, which has shortened the recruitment cycle, especially during the spring and autumn recruitment seasons, saving HR time in screening candidates and CVs and minimising the loss of top and exceptional talent.
3.3 Performance management. Google uses a performance management system known as 'objectives and key results (OKR)', which allows employees to set themselves challenging goals and regularly review and evaluate their performance. In this book, Storey et al. (2019) highlight the key elements of organisational performance in HRM and make the point that in the past, the HR 'blanket' model had been used to improve performance. "The 'all-inclusive' model will change over time. According to Steiber and Alänge's (2013) case study of Google, the employee performance appraisal and promotion process is interlinked with the OKR process, where every employee is appraised and has the possibility of being promoted twice a year. In addition, Google also uses 360-degree evaluations and employee feedback to improve its internal performance management system.
Employees are the blood of any business and a company's success or disaster depends on the performance of its employees. A quantitative study by Mahardika and Luturlean (2020) showed the importance of training and coaching to improve employee performance, such as regular workshops and motivational seminars. However, this study has some limitations, for example, there is not enough evidence to show a clear correlation between training and employee performance, and further research could be conducted in this area in the future.
Weaknesses in human resource management at Google
Despite Google's success in all aspects of human resource management, there are some weaknesses and areas for improvement.
4.1 Lack of diversity in the composition of the workforce. Despite Google's efforts to promote diversity and inclusion, the company has faced criticism for its lack of diversity. According to the 2021 Google Employee Diversity Report, only 8.8% of Google's team is black or Latino and 33.1% is female (Parker, 2022), and this lack of diversity in the workforce can limit the company's ability to understand and address the needs and perspectives of its diverse customers. However, the situation is now looking better, with the highest-ever percentage of new Black+ and Latinx+ hires in the US and new female hires globally, following a strong recruitment drive in 2021.
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Figure 2: Hiring by race in Google Inc. Adapted from Google Employee Diversity Report (2021)
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Figure 3: Hiring by gender in Google Inc. Adapted from Google Employee Diversity Report (2021)

In addition, the relatively small number of female employees at Google has led to a smaller number of female executives at the top, which is a threat to the diversity and creativity of the company's decision-making. In response to this situation, Liu and Guo (2020) mentioned in their article that Google has created bonuses for female employees who perform well and that they have analysed the promotion and retention of female employees and made specific decisions. This is promising, but it also raises questions about how well the HR department is implementing these policies for female employees, what the promotion and retention rates for female employees are, and their ultimate satisfaction.
4.2 High workload and burnout. Google is known for its demanding and fast-paced work environment, which can lead to employee burnout and high turnover rates. According to a 2020 survey by ‘Blind’ (an anonymous employee feedback platform), 73% of Google employees reported feeling burned out. This high workload can also lead to a decrease in employee productivity and creativity. According to ‘Blind’, among the 19 technology companies with the highest employee satisfaction, Google is only ranked sixth. in their study, Dall'Ora et al. (2020) summarise unfavourable work characteristics, namely high workloads, low staffing situations in departments, long overtime hours and lack of control by management, which will have serious work consequences. However, this theory does not fully explain the relationship between burnout and turnover rates and requires subsequent explanation and refinement.
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Figure 4: Employee Happiness and Satisfaction Survey for Technology Companies. Adapted from TeamBlind.com (2019)
4.3 Employee leakage of user information and privacy issues. The rapid growth of the Internet today has led to the collection and exchange of large amounts of data through the web, smart devices, the cloud, data analytics and other applications. Google Inc. collects and stores a large amount of personal and private data from customers around the world, which may raise concerns about data management to the public, especially as Google Inc. insiders or hackers may take advantage of information management loopholes and leak user data, intentionally or unintentionally. The company has faced criticism for its handling of sensitive employee information, such as allegations of sexual harassment, information trafficking and other issues (Abadi, 2009). However, such descriptions are unsatisfactory as it is not made clear how these malpractices of employees can be circumvented to reduce the risk of customer privacy breaches.
Weaknesses in Google's HRM can negatively impact the company in the following aspects
5.1 Insufficient diversity and inclusion. Google has been criticised in the past for its employee diversity and inclusion issues. For example, in 2017 Google was investigated by the US Department of Labor for gender discrimination (Prates et al., 2020). A lack of a diverse and inclusive culture can lead to employee turnover and affect the company's reputation and brand image, according to a cross-sectional study of 126 Indian information technology companies conducted by Bharadwaj (2021), if a company undertakes more social responsibility and cultural construction, it can increase its attractiveness to employees and retain capable employees. Diversity and inclusion are also very important in a large business like Google. A lack of diversity in leadership will limit the company's ability to understand and address the needs and perspectives of its diverse employees and customers. This can lead to missed business opportunities and less innovation, which can affect the long-term growth of the company.
5.2 Reduced employee morale and engagement. Issues such as lack of diversity, large workloads and employee dissent can lead to a reduction in employee morale and engagement. Foà et al., (2020) article pointed out that the inequality of employees' rest time and work contribution caused employee dissatisfaction, which led to an increase in the turnover rate and affected the long-term development of the company. This can lead to reduced productivity, increased turnover and difficulties in attracting and retaining top talent. When employees feel dissatisfied and disengaged, they may become bored with their jobs and even consider leaving the company, which, if it happens in a large organisation like Google, could affect the company's core interests and long-term growth.
5.3 Damage to the company's reputation. Privacy issues, data management issues and ethical issues related to Google's products and services can damage the company's reputation with customers and stakeholders, as it is not uncommon for employees to disclose information about customers due to poor HR oversight. A report by Shakya (2019) claimed that Google's file system may be erased, copied and maliciously tampered with data, which is a very dangerous behaviour. This could lead to a decline in customer trust and loyalty, negative media coverage, and difficulties in attracting and retaining customers.
5.4 Legal and regulatory risks. Privacy issues and data management issues can also expose Google to legal and regulatory risks, such as data breaches and regulatory fines. This could lead to financial losses and damage to the company's brand reputation.
Google, therefore, needs to take the weaknesses in HRM seriously and take appropriate measures to address them to ensure that the company can continue to grow and maintain a sustainable advantage in a competitive market.
Feasible suggestions and measures to address the weaknesses of Google's human resources management
6.1 Promote diversity and inclusion. Google could take a more proactive approach to promote diversity and inclusion at all levels of the organisation. This could include increasing the diversity of the workforce, for example by increasing the number of nationalities and minimising gender bias, paying attention to leadership resource ratios, enhancing employee training and instilling a sense of company culture, fostering a sense of job identity, and forming employee unions so that every employee has a way to make their voice heard and legally defend their rights.
6.2 Address workload and burnout. To address high workload and burnout, Google could provide employees with additional resources and support, such as flexible working arrangements and leave systems, mental health counselling and guidance, and regular care from the HR department. In addition, the company could consider re-evaluating its performance system and benefits system to ensure that employees are not only evaluated based on their output but also on their well-being and work-life balance. Armstrong (2020), a manual of human resource management practices, provides an insightful introduction to all the key areas necessary for the HR function, such as employment law, employee relations, learning and development performance and reward, which are excellent for learning, especially with the case studies, HRM glossary and PowerPoint slides which are not only clear but also easy to understand.
6.3 Addressing employee dissent and turnover. Google could take a more proactive approach to address employee dissent and activism constructively. This could include creating channels for employees to voice their concerns and suggestions, encouraging open dialogue and transparency, and taking concrete steps to address employee concerns and feedback. In the face of increased employee turnover and better to achieve employee retention, Samuel and Chipunza (2009) argue that motivational variables are a panacea. A cross-sectional survey and quantitative study of 145 respondents found that training and development, interesting work, permission to think creatively and job security had a significant effect on employee retention.
6.4 Improve data management practices. Google could take steps to improve its data management practices and monitoring of employee misconduct to address customer privacy breaches and reduce legal and regulatory risks. This could include implementing strict data access controls, regularly auditing and monitoring data usage, and implementing a robust data breach response plan. For example, standardising employee handbooks and enforcing regulations, and if some employees are found to have sold user information for personal gain, disciplinary action needs to be taken in strict accordance with the charter form to maximise the security of user information.
Conclusion
Google is a talent-oriented company, and one of the reasons for its success lies in its excellent human resource management strategy. For example, Google pays attention to recruiting and hiring the best talents, pays attention to employees' personal development and career planning, encourages employees to innovate and try new things, and Google provides generous benefits and a working environment to protect employees' physical and mental health and work efficiency. Finally, Google emphasizes teamwork and communication and promotes employees' creativity and innovation by creating an open, transparent, and innovative corporate culture. Of course, there are also some deficiencies in human resource management, which have been discussed above and suggestions for improvement have been put forward.
Some important conclusions can be drawn from Google's practice, which can be learned and applied by other companies. It can help them attract and retain the best talent, and increase employee productivity and innovation to succeed in a highly competitive market.
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