




Chapter 1. 
Executive Summary:
This report focuses on Google. Google is a search engine that searches the internet webpages through given words or sentences. It necessitates the search of information a person is looking for from the World Wide Web. According to Websearch, (2005). “Google is the most instrumental search engine on the web, and it has standards that others try to follow, but yet without success”.
Google was launched in 1998, and since then the corporation has grown so rapidly and has gained great multi-national standing that it is second to none. According to Websearch, (2005). “The company has grown so quickly through mouth-to-mouth propaganda and regular web users who discover the tool and are pleased with the result gained from the tool”.
The search engine google is universally accepted and is being used by people all over the world. It provides answers to all questions irrespective of the language used by its users. According to Websearch, (2005). Google exceptional search power is so dominant that google now owns more than 50% of the global search shares”.
According to Google, (2005). “Google serves three market segments: The end user, the advertisers, and the partner websites”. However, google does not charge it users for the searches they carried out through its platform, but do collect a fee for each advertisement the user clicks on. Google’s future objective is to deliver advertising technology and develop tracking mechanisms that enables its users to search and access larger databases. Google hopes to keep leading expansion through its workforce and anticipate growth to maintain its leadership in the international market as it develops new products. Through the expansion of its workforce google hopes to maintain its lead in advertising technology for a long term.  Googles’ organisational structure is functional, and it also includes geographical organisational structures as well. Google’s organisational culture is to promote innovation, organise worldwide information and make it universally accessible in all languages.
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Chapter 2.
Introduction:
[bookmark: _Hlk58795821]This report is a research about Google. Google is a company with the world’s most powerful and most used internet search engine. Added to its brand are Gmail, Google News, Google map, Google translator, Google Reader, YouTube, Picasa and a host of other Apps. Google was founded in 1996 by Larry Page and Sergey Brin. Its headquarters is in Mountain View – California. According to Statista, (Feb 2020). “Google has about 118,899 full-time employees with over 70 branch offices in the 50 Countries over the world”. Google provides search results from all types of different questions asked through its search engine. It searches and links the different websites and webpages containing answers to the related question or text in search. Google also manage search activities carried through it, as well as the websites visited, and the videos watched.
This report research Google’s operating policies and culture and examines its concept, believe, attitude, culture, and its value system. This report also examines Google’s different management theories and how it is applicable, especially during this current pandemic (Covid-19). It researches its new workplace behaviour within the pandemic and the challenges it faces and how the corporation plan to overcoming these challenges during and after the pandemic.
This report also evaluates and these theories and examines what is working for the corporation during this pandemic and make suggestions to what may be change or adjusted and proposes what may be more resilient for business in the future.






Chapter 3.
Google’s Beliefs, Attitudes and Value Systems (Culture)
       A.    Focus on Your users and every other thing will follow.
One of Google’s most popular believes is to remain focus on its users. According to Saffer, D., (2010). “Whether during the designing of a new Internet browser or a new tweak in a home page, we take great care to ensure that they serve you ultimately, rather than focusing on our own internal goal “.
When a company focuses on meeting the needs of its customer rather than individual goals, that company will grow and succeed. Google hold this believe very highly.

B. It is Best to do one thing well.
Google is the largest search engine in the world and the corporation focus is exclusively to solve search problems irrespective of the topic, nature of the question and content that the result may produce. According to O’Dell, C. and Grayson, C.J., (1998). “We know what we do, and we do it well and continue to seek ways of doing it better”. Google is dedicated to improving search assistance. They achieve this through employing qualified and trained staff who are working hard and dedicatedly to maintain the set standard and lead.

C. Being Fast is better than being Slow.
Saving time is an important factor to Google. Therefore, Google makes it a priority during search results that its users do not spend more than a quarter of a minute during a search or searches. According to Google, (n. D). “We have broken our own speed records several times over, so that the average response time on a search result is just a fraction of a second. We keep speed in mind with each new product that we release, be it a mobile application or Google Chrome, or a browser designed to be fast for the modern web.  We continue to work on making it all go even faster”. 

D. To have an Answer, you do not need to sit at your Desk.
The world is increasingly mobile: people want access to information wherever they are, whenever they need it. This is one of Googles strong believes, to empower people with an information technology tool that enables information seekers find the information that they need anytime anywhere and from either their computers, laptops, mobile phones, or tablets. This is another unique belief of Google. 

E. Skills and Character.
[bookmark: _Hlk58795917]The character and the skills of an individual is a key belief for Google when employing its staff. Skills and character are beliefs. According to Tinypulse, (2018). “Google lays a lot of emphasis on a candidate’s character. They search for people who are fun, humble, innovative, and team-oriented, and self-starting. While skills like design and coding can be taught, character and other soft skills cannot be taught”.

F. The Open Communication Policy.
Google organisational structure is a flat one allowing its employees to share their opinions and thoughts. This form of organisational structure permit workers to communicate freely at all level inside the organisation. This form of belief implies that a junior employee can share his opinion directly with the top manager (CEO) without any restriction. According to Tinypulse, (2018). “This open communication policy is an open-door policy, and while it may be a successful employer engagement tactic for most companies, it could as well limit wiliness to his/her opinion”. The google belief culture is hiring employees who are willing to share ideas and collaborate with the google team in achieving greater goals. Employees are given freedom in the workplace to communicate even up to the CEO. This open communication culture allows junior staff to learn from their superiors and assume leadership positions in the future.



G. Prioritizing Innovation.
[bookmark: _Hlk58795972]According to Eric Schmidt, (Google Chairman), (Sept 2018). “You have got to have culture, and you have got to get it right”.  It is Google’s belief that companies must stay competitive and companies must innovate. According to Erich Schmidt, a Companies culture and innovation are inseparable. This is Google belief. The company promotes and foster innovation at workplace and they do this in several ways. 
1. Through a hiring process that enables them to select the best of innovative talents available in the job market
2. Through working sessions and conferences by which employees are trained and motivated to think outside the usual norms, thereby releasing their creativity and providing innovative ideas.
3. By providing resources and possibilities needed to the employees, to enable them to come up with improved solutions and ideas.
4. By giving incentives and rewards to employees who comes up with better solutions and improved ideas through essential creativity and constant brainstorming.

[bookmark: _Hlk58796058]Google’s value system and attitude are like none other. There is no company or corporation that operates with such beliefs and open culture attitude and value system in the world like Google. According to E. Schmidt, (2018). “The story of innovation has not changed. It is always a small team of people with new idea, typically not understood by people around them and their executives”. Google through its belief and value system has transformed the corporation into the company with the most satisfied workers in the world. Google through its 3.200 hectares of land provide its employees with all form of recreational activities during working hours. Ranging from Table tennis, pool billiard, swimming pools, hair dressing saloons, massage studios, bowling alleys, free gym as well free food. There are playgrounds for employees’ kids and kindergarten for working staff children. According to Google (CEO), the workplace is what help their employees to be innovative. One of the question Google CEO, Eric Schmidt mostly get from other CEO’s is “Can innovation be planned or taught”? According to Schmidt response, “You have to get the culture”. Google’s belief, attitude and value system are its culture. According to Mark Twain, (n. D). “Work and play are words used to describe the same thing under differing conditions.”  Play is the key behind Googles innovation.

















Chapter 4.
Management Theories.
4.1 Scientific Theory.
[bookmark: _Hlk58796143][bookmark: _Hlk58796181]The scientific management theory was developed in 1880 by Frederick Winslow Taylor. This theory is used to analyse workflow to improve economic efficiency and labour productivity. In 1909 W. Taylor published the Principle of Scientific Management. According to his principle, (1909). “Productivity will increase if jobs are optimised and clearly specified. A worker should be given a job that suits his skill level and should be trained to do the job in a specific way”. Most of what we practice today in our workplaces comes from this theory.  For instance, organisational chart, performance evaluation, quality measurement and metrics, and sales and production goals are all generated from the scientific management theory. According to F. Taylor, (1880) “Money is an important factor. He believed that workers should get a fair pay day for a fair day work”. According to his explanation, if a worker cannot reach the expected work target, the worker should not be working at all. His theory specify that management and labour must work together to meet set goals. Frederick Taylor was the first to promote and suggest that the role of the manager should be primarily planning and training. The scientific management theory also introduced the study of time spent doing a particular work activity. According to Lumen, (2020). “Taylor wanted to reduce the time process and work with factory managers on a scientific time study”. That is breaking down each job activity into time frame, timing each element and then rearrange it into the most efficient working method. This method gave managers the possibility to transform their task into a set of calculated technics.

4.2 Human Relationship Theory.
The Human relationship theory was developed in 1924 by George Elton Mayo. His management theory was focused on workers satisfaction. This management theory was developed through Mayo’s experiment between 1924 and 1927 during the Hawthorne works of the General Electric Company in Chicago. In quest for an answer why workers get into stress and the fatigue of monotony in production activity, Mayo found out that varying breaks in
between work hours will improve the workers working condition as well as productivity. According to Mayo, (1924). “Workers should not be seen as just mere robots but as human”. His theory was to improve the workers working condition. Mayo through his theory sought a human relationship approach in the treatment of employees within their places of work. His theory focuses on the need of companionship, workers having a sense of belonging and satisfaction within the place of work.

4.3 Contingency Theory.
The Contingency management theory came about as result of two research carried out in the 1950s by both the Ohio State University and the University of Chicago. It came through a range of question measuring organisational leaders’ behaviour. The research identified two types of behaviour that were commonly typical.
· Consideration Leader behaviour, which is the building of good rapport and interpersonal relationship and showing concern for subordinates.
· Initiating Structure Leader behaviour, which is about role assignment, planning, scheduling, and ensuring that task is completed with specified time and the set goals being achieved.
The contingency management theory can be defined as an organisational theory that states that there is no best way to organise or lead a company. According to R. Blake and J Mouton, (1964). “Contingent leader effectively applies his own style of leadership to the right situation. This can be because of the external or internal situation of the company”. This system of leadership is flexible in adopting strategies to suit changing situations in a company. The effectiveness of the leader is contingent on his effectiveness or ineffectiveness to a particular situation. According to this theory, the manager can be effective in one circumstance and ineffective in another circumstance. It demands self-judgement in decision making. This theory is beneficial to an organisation because they can learn from the given situations and use the experience in solving future management problems.


4.4 Bureaucratic Management Theory.
[bookmark: _Hlk58796329]The Bureaucratic management theory was developed by Max Weber in 1905. In his Bureaucratic management theory, Weber stated that an organisation must be structured into a hierarchal nature and should have a clearly defined rule. According to Max W., (1905). “Organisation should be operated in a rational way, instead of the arbitrary whims of owners and managers”.  Weber found characteristics that effectively conduct decisions making, controlling resources, protecting workers, and accomplishing organisational goals. According to Weber’s theory, they should be a proper division of labour and a hierarchical organisational command system that permits information related to decision and work, to flow from top to bottom. Weber’s theory also demanded that organisational assets be separated from owner or private assets. His theory demands that they be strict rules and regulation for the organisation, and that this rules and regulations be equally applicable to every member of the organisation. His theory also demands that the promotion of a worker should be based on the workers skill, experience, and age not by personal relationship. They should be a distinction between management and other wings of the organisation. 

4.5 Transformational Management Theory.
According to Small Business. Chron, (2020). “Transformational management theory is a theory through which the company’s leadership leads through a direction processes or through critical elements of operation. According to David Burkus, (1978). “Transformational leaders focus on transforming others to support each other and the organization as a whole”. This management system demands that the leader does not only guides the changes taking place in the organisation but also the morale of the employees. This management theory demands adjustment to the company’s vision. The leadership always seek changes before it becomes necessary. Changes are a strategic operation module. According to the Robert Half, (2018). “Inspiration is crucial during transformation management because employees want to feel confident and optimistic about the direction the company is headed”.  The leadership always know what to do to maintain the morale of the workers during crises or negative issues that affects the company. In a transformational management theory, the manager knows how to set up strategies that aligns employees at all level within the company’s vision.
4.6 Leadership – Member Exchange Theory (LMX).
[bookmark: _Hlk58796704]The Leadership Member exchange theory was introduced in 1975 by Fred Dansereau, George Graen and William Haga. The theory reflected the dyadic relationship that exist between Leaders and members of their team. This type of management theory exists best in the cases of apprenticeship. According to Graen and Scandura, (1987). “They suggested a development of the LMX, which were: role thinking stage, role making stage, and the role routinisation stage”. 
LMX theory is an uncommon theory that concentrates specifically on the relationship that exist between leaders and each subordinate. It is robust and focuses on the significance of the growth in communication between leaders and subordinate. This communication is based on mutual trust, respect, and devotion. LMX is very practical in its approach.













Chapter 5.
Google’s Human Relationship Theory Post Covid-19
[bookmark: _Hlk58796498][bookmark: _Hlk58796831][bookmark: _Hlk58796581]According to G. E. Mayo, (1924). “Efficiency alone cannot produce organisational success. Success depends on how an organisation treat its workers”. Google is known as a pioneer in internet web search globally and is recognised as the best search engine in the world. But this success will not be have achieved and recognised without a good working human relationship between the management and employees. According to Lacgoe WordPress, (n.D). “Google is one big family, and it is known for providing the best working environment for its employees”. Google’s working environment is quite relaxed. The management ensures that there are no unnecessary stress and over laboured formalities within employees’ workplace. According to a Google representative, (Eric Schmidt). “There is no company culture, and this stimulates our creativity and inspiration”. There is absolute respect among employees from top to bottom. Employees can carry out their personal leisure hobbies especially in designing their personal office. According to Kaifu Li, (2019). “Employees have a unique name for each of our offices, and this is our own creativity”. Google mode is one of listening to each employee opinion equally. Equality is the most important aspect in Google. According to Blog Google, (2019). “Google provides equal return to each of its employees”. At the end of each quarter, Google publishes the names and photograph of each staff according to the project they have being working on. The purpose is to connect each employee to the future of the company. According to Blog Google, (n. D). “Our human relationship theory is to create a relaxed, harmonious, equal working and friendly environment for all our employees”.
[bookmark: _Hlk58796635]With the outbreak of the pandemic Covid-19, Google asked more than 300,000 of its employees to work from home to stop the spread of the virus. According to CNBC, (2020). “Google tells more than 100,000 North American employees to stay home amid coronavirus fears”. Post Covi-19 all Google employees have been working from home. According to CNBC, Google spoke person (S. Pichai) through an email said, “Our goal is to reduce the density of people in our offices. We are following expert advice to slow down and reduce the spread of Covid-19 in the local community and health resources”.
[bookmark: _Hlk58796744]So, with the ongoing spread of the virus, 80% of Googles’ staff are working from home through a virtual software know as snap. According to Google Research, (2020). “Snap is a user space networking system that supports Google's rapid evolving needs with flexible modules that implement a range of network functions”. 
Working from home still has not killed the human relationship that employees feel and share within their various places of work. According to Sundar Pichai (CEO), (Sept 2020). “Google will be giving each employee $1,000 allowance or its equivalent value in the employees country of resident for equipment and office furniture to facilitate working from home”. Google employees still share home office experiences virtually. According to Google CEO, (August 2020). “We are focused on the health, wellness, safety and fun you derive from working at home”. Google provide its employees virtual activities like: G-fit instructors, cooking and nutrition lessons with Google chefs, and kids@home Storytime. Google workplaces have been designed for those staff whom unavoidably muss show up at campuses with strict social distancing, hand sanitisation and face covering measure to protect the welfare of its employees. According Googles’ CEO, (2020). “The company adopted a rotation timeframe for 30% of those employees who must show up at work”.











Chapter 6.
Evaluation of the Google’s applicable Theories Post Covid-19.
 Google’s management theory is basically the human relationship theory. According to Abhijeet Pratap, (2019). “Human capital and its management are essentially important in the 21st century”. There is no company or corporation in the world today that lay so much emphasis on its employee’s wellbeing as Google. Google practices an employee centred culture. In this practice, the employee is empowered to think and work freely by his innovation. The success of Google does not come from the employees alone but also from the HR department whose strategy is hiring and retaining just the best. With the company’s goal being efficiency and innovation, it will still achieve its goal while its employees work from home. A happy, innovative, and efficient employee will still produce results irrespective of where he is working from. Google management theory is strictly based on the happiness of the employees. They believe in nothing other than a satisfy and relaxed employee. Post covid-19 Google still seeks the leisure and satisfaction of its employee by providing each employee with a financial package of $1,000 to make sure the employee creates the comfort that he needs to make his working from home comfortable. (Google CEO, 2020). There is virtual provision of G-fit instructor, cooking lessons from Google chef, and kids@home Storytime to give parents adequate time to focus on the job while working from home.
[bookmark: _Hlk58797049]Google is a Multi-national corporation, likewise its staff. Its selection of staff shows how diverse and open the company’s policies are. With operations in more than 40 countries around the world makes the company a global multi-national. The quality of services it provides to its customers is second to none, and the respond and feedback received and the rapidity in seconds to each search makes google the best among its competitors. Apart from internet search engine services, Google also provides cloud base services for both individual and professional business use. Google is ranked number one and the best in the world in terms of employee satisfaction and human relation (HR). According to A. Pratap, (2019). “Apart from job security, Google guarantees job satisfaction. There is well designed training and performance management program that ensures everyone receives appropriate guidance and support”. Googles success comes because of its open culture and a relaxed working environment. This success should also be praised because of the HR department that has nurtured a creative and innovative cultural policy based on hiring and retaining only the best talents in the field.



















Chapter 7.
Recommendation to Google Organisational Changes Post Covid-19.
Covid-19 has brought about a lot of changes to almost every corporation around the world. These changes have affected companies’ management culture, beliefs, attitudes, value system as well as the organisational structure of these companies. As a result, companies have changed their usual way of doing business or trading with their customers and the public. According to Nielson, (2012). “Recommendation is the leading reason why people buy a product or service”. Therefore, I hereby propose the following recommendation to Google to maintain its organisational culture, beliefs, and value system and its customers as well.
For Google, since staff are forced to work from home and personal contact is not allowed because of the pandemic. Conferences and board meetings cannot be held as usual, and the execution of projects is done differently. As Google place a high demand in innovation and performance, there is a question of perfect delivery of any project without the usual conventional board meetings. 
1- Googles’ work policy is one of inclusion. There are staff who believe in physical meeting or conferences to have anything done. Therefore, Google must come up with a perfect virtual substitute software with real time feeling and connection, such that employees feel like real time during conferences, presentations, and project execution.
2- With the introduction of the of a rotary timeframe calendar for 30% of the must showed up staff, implies some amount work cannot be done virtually. Therefore, Google must create a forum or panel under the Covid-19 guidelines that guarantees workers health and safety conditions, using the applicable rules of social distancing, hand sanitisation and face covering for project managers and staff that must meet to plan and execute pertinent and crucial projects.
3- Googles’ main goal is to lead and remain dominant in the lead of information technology. Through its open organisational culture, junior staff learned from the most talented and sometimes rely on their expertise, because of the pandemic most staff working from home, the moral and confident of these staff is somehow affected. To keep these staff at their performance level, Google must come up with subsequent virtual training tool with real time feeling to keep these staff at their expected level of performance.
4- Workplace culture, beliefs, attitude, and value systems are keys to success and growth to any corporation. These are the factors that keep most employees in the company of their preferences. When these beliefs and value systems are affected, it can disrupt employees moral and output performance. Google must innovate further to come up with frequent virtual programs where its organisational cultural values are discussed and reviewed.
















Chapter 8.
Conclusion.
[bookmark: _Hlk58797027]Googles success lies in its innovative culture. The corporation has a high-performance team of talented and innovative driven staff working together in the best workplace atmosphere in the world, supported by a HR department that makes available every tool and resources necessary to produce and sustain the best output. Google’s main product (Google Search) is second to none globally, giving the corporation a lead among its competitors. As far as Google exist, it holds two fundamental principles. Which are its open policy culture and its organisational structure. According to Google CEO, (2015). “Since becoming CEO, my optimism is increasing and a big part of this is because of the people I am working with every day. I am privilege to lead a group of employees who are breaking boundaries in technology and helping Google to be the best company”. Googles’ success is enormous, and its attribute goes not just to the staff alone, but to the HR as well. The HR is a big contributor to the success of the company. The management style of its human capital has contributed greatly to the success of the company. By directing a huge amount of its resources to the HR Google has been able to emerge with attractive result. It is known to be the best employer worldwide with the best working conditions.
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