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1.0.  INTRODUCTION 
Human Resource Management (HRM) is a critical function in any organization as it is responsible for managing and developing human capital. The importance of HRM has significantly increased in recent years due to the changing nature of the business environment, increased competition, and globalization (Adler & Ghadar, 2018). In a global context, HRM faces challenges that require a critical and analytical understanding to address effectively.
One of the major challenges faced by HRM in a global context is managing a diverse workforce (Adler & Ghadar, 2018). In a globalized economy, organizations must manage employees from different cultures, backgrounds, and languages. HRM must understand these differences and develop policies and practices that accommodate diverse needs while promoting a shared organizational culture (Purgał-Popiela et al., 2023). This requires an analytical understanding of cultural differences and a critical approach to developing effective policies.
Another challenge for HRM in a global context is developing and implementing effective talent management strategies. With increased competition for talent, HRM must develop strategies to attract, retain, and develop top talent (Gunderson, 2001). This requires a critical analysis of the organization's talent needs and an understanding of the global talent market. Effective talent management strategies must also consider cultural differences, the changing nature of work, and the need for a diverse and inclusive workforce (Gunderson, 2001). HRM in a global context must also address the changing nature of work. The rise of remote work and the gig economy presents new challenges for HRM in managing a flexible and distributed workforce (Budhwar et al., 2022). HRM must develop policies and practices that support remote work while ensuring that employees are engaged, productive, and connected to the organization's culture.
A critical and analytical understanding of the changing nature of HRM in a global context is crucial to developing effective policies and practices that promote organizational success (Purgał-Popiela et al., 2023). HRM must understand the challenges presented by a diverse workforce, the global talent market, and the changing nature of work to develop effective strategies that address these challenges.
1.1. HR Function
The HR function plays a vital role in building sustainable organizational capability and fostering innovation through people. HR can help organizations achieve sustainability by developing and implementing strategies that align with the organization's vision, values, and long-term goals (Jo et al., 2023). One way HR can help deliver sustainable organizational capability is by investing in employee development (Omar, 2021). HR can facilitate training and development programs that help employees acquire new skills and knowledge to improve their performance, adapt to changing job requirements, and promote career growth. HR can also support a culture of continuous learning and knowledge-sharing, which helps employees remain relevant and adaptable in a rapidly changing business environment (Kramar, 2013).
HR can also help foster innovation through people by creating a work environment that encourages creativity and collaboration. This includes promoting an open and inclusive culture that encourages employees to share their ideas and perspectives, providing opportunities for cross-functional teams to work together, and creating a reward and recognition system that celebrates innovation and risk-taking.
HR can also support innovation by attracting and retaining top talent, particularly those who are innovative and entrepreneurial. HR can develop and implement recruitment and retention strategies that focus on identifying and attracting individuals who possess the desired skills and characteristics required for innovative work.
Finally, HR can also help foster sustainability by promoting a culture of corporate social responsibility. HR can develop and implement sustainability policies that align with the organization's values and goals, such as reducing waste, promoting diversity and inclusion, and supporting community initiatives (Piwowar‐Sulej, 2021). HR can also lead efforts to communicate these policies to employees, customers, and other stakeholders, building trust and enhancing the organization's reputation (Akinyi, 2022). The HR function can help deliver sustainable organizational capability and innovation through people by investing in employee development, fostering a culture of creativity and collaboration, attracting and retaining top talent, and promoting a culture of corporate social responsibility (Akinyi, 2022). By focusing on these areas, HR can help organizations build a more sustainable future while driving innovation and growth.
1.2. HRM Research.
HRM research and advanced scholarship play a critical role in advancing knowledge and understanding of the HRM field. Academics, researchers, and practitioners in various fields such as management, psychology, sociology, and economics conduct this research (Searle, 2020). The goal of HRM research is to investigate, analyze, and interpret the complex dynamics of HRM practices and their impact on individuals, organizations, and society.
Advanced scholarship in HRM involves the development of new theories, models, and frameworks to understand and explain HRM practices and their outcomes (Lazazzara & Galanaki, 2020). This includes research on topics such as talent management, employee engagement, performance management, diversity and inclusion, and HRM in the digital age (Malik & Budhwar, 2023). Also, scholarship in HRM also involves interdisciplinary research, which integrates different fields of knowledge to address complex HRM issues. For example, researchers may use insights from social psychology, economics, and organizational behavior to develop new models of motivation and performance (Lazazzara & Galanaki, 2020).
Another important aspect of HRM research and advanced scholarship is its practical implications. Researchers often collaborate with HR practitioners to develop evidence-based practices that address specific HRM issues (Gregeby & Hugosson, 2017). This collaboration can lead to the development of more effective HRM practices that improve organizational outcomes and employee well-being. HRM research and advanced scholarship are critical to advancing knowledge and understanding of HRM practices and their impact on individuals, organizations, and society (Gregeby & Hugosson, 2017). This research helps to develop new theories, models, and frameworks, and contributes to evidence-based HRM practices that improve organizational outcomes and employee well-being.
2.0.  GOOGLE BUSINESS ENVIRONMENT 
Google is a multinational technology company that operates in a highly dynamic and competitive business environment. The company's success is largely dependent on its ability to attract and retain top talent and maintain its position as an innovative leader in the industry. In this section, I will evaluate Google's HR business environment and analyze how internal and external factors affect its resourcing strategies and influence its policies, procedures, and processes (Adamseged & Grundmann, 2020).
2.1. Internal Factors:
Organizational Culture: Google is known for its innovative and people-centric culture, which has been instrumental in attracting and retaining top talent (Shrivastava et al., 2018). The company values employee empowerment, creativity, and collaboration, which are reflected in its HR policies and practices.
Talent Needs: Google's business is highly dependent on its ability to attract and retain top talent. The company's resourcing strategies are designed to identify and recruit individuals who possess the desired skills, experience, and cultural fit required to succeed in the company's fast-paced and innovative work environment (Zhu, 2023).
HR Capabilities: Google has a highly skilled HR team that is responsible for developing and implementing HR policies, procedures, and processes that support the company's strategic objectives (Zhu, 2023). The HR team works closely with other business units to ensure that HR strategies are aligned with the company's overall goals and objectives.
2.2. External Factors:
Labor Market Conditions: Google operates in a highly competitive labor market where demand for top talent is high. The company's resourcing strategies are influenced by market conditions, such as the availability of skilled workers, the level of competition, and prevailing compensation trends.
Technological Advancements: Google operates in a rapidly changing technology landscape that requires a highly skilled and adaptable workforce. The company's HR policies and practices are designed to attract and retain individuals who possess the necessary skills and knowledge to succeed in this environment.
Regulatory Environment: Google operates in a complex regulatory environment that requires the company to comply with various employment laws and regulations. The company's HR policies and practices are designed to ensure compliance with these laws and regulations, while also promoting a positive and inclusive work environment.
Google's HR business environment is highly dynamic and complex, with various internal and external factors that affect its resourcing strategies and influence its HR policies, procedures, and processes. To succeed in this environment, Google's HR team must be highly skilled and adaptable, and must work closely with other business units to ensure that HR strategies are aligned with the company's overall goals and objectives.
Google places a high emphasis on onboarding its personnel. The company has a comprehensive onboarding process that begins before the employee's first day on the job and continues for several months (Huff & Schüssler, 2016). The process includes pre-boarding activities such as providing new employees with information about the company's culture and values, introducing them to their team members and colleagues, and giving them access to learning and development resources. Once the employee begins their job, the onboarding process includes a range of activities such as training, mentoring, and coaching to help the employee get up to speed quickly and become a productive member of their team.

3.0.  GOOGLE’S HRM MODEL 
Google places a strong emphasis on building a culture of employee activism. The company encourages employees to take ownership of their work, and to think creatively and innovatively about how they can contribute to the company's success (Huff & Schüssler, 2016). The company also provides a range of opportunities for employees to get involved in social and environmental initiatives, and to use their skills and expertise to make a positive impact in their communities. 
For the purpose of creating training programs, Google's HR management combines the relational model with the results-oriented approach. This strategy focuses on generating measurable results while fostering strong relationships between staff members and their mentors or bosses. It enables Google to give each employee individualized training to raise their performance, effectiveness, and output (Bissola & Imperatori, 2014). Google also thinks that great people should receive exceptional rewards. It bases its remuneration policy on personal qualities including skill, experience, and work responsibilities as well as performance. This strategy encourages workers to give their best efforts, and it also enables Google to retain the greatest personnel in the sector.
Relational Model – The relational model emphasizes building strong relationships between employees and their supervisors, and it is rooted in the idea that strong relationships lead to improved performance and productivity (Bissola & Imperatori, 2014).
Results-oriented Model – The results-oriented approach focuses on achieving measurable results, so Google's training programs are designed to help employees achieve specific goals and objectives. The company also believes in providing exceptional rewards based on performance and personal attributes (Hauff et al., 2020).
Google places a high emphasis on building strong bonds with its employees. The company offers a range of benefits and perks that are designed to support employees' work-life balance and overall well-being (Huff & Schüssler, 2016). For example, the company offers generous health and wellness benefits, flexible work arrangements, and on-site amenities such as gyms, cafes, and recreational spaces (Dimitrakaki, 2022). The company also places a strong emphasis on creating a culture of psychological safety, where employees feel comfortable speaking up, sharing their ideas, and Challenging The Status Quo.
Google is known for its strong employer brand, which is built on the company's innovative culture, cutting-edge technology, and commitment to social and environmental responsibility. The company invests heavily in employer branding, using a range of marketing and communications channels to showcase its unique culture and values, and to attract top talent from around the world (Hauff et al., 2020). The company also has a dedicated team of professionals who manage its employer brand and reputation, and who work closely with HR and recruiting teams to ensure that the company's brand is consistent across all touchpoints. Google's approach to onboarding, building a business activist culture, employer bonding, and branding are designed to attract and retain top talent, and to support the company's overall business objectives (Hauff et al., 2020). The company's HR professionals play a critical role in developing and implementing these initiatives, and in ensuring that they are aligned with the company's overall strategy and values.
Google's cross-functional management model makes employees accountable for their personal actions right from the recruitment level. This approach ensures that every employee takes ownership of their work and is responsible for their actions. Google also promotes individual talent and innovativeness, which allows employees to express their creativity and ideas freely. This approach helps Google to foster a culture of innovation and collaboration (Hauff et al., 2020).
3.1. Google’s Talent Approached Knowledge
Google operates in a talent-led knowledge economy, where knowledge and innovation are critical drivers of competitive advantage. The company's success depends on its ability to attract and retain top talent, and its HR professionals play a key role in developing and implementing initiatives to support this objective.
To attract and retain top talent, Google has developed a range of HR programs and initiatives. These include offering competitive compensation packages and benefits, providing opportunities for career growth and development, fostering a supportive and inclusive workplace culture, and promoting work-life balance (Fesharaki, 2021). The company also invests heavily in employee learning and development programs, such as training and education opportunities, to help employees build the skills and knowledge needed to succeed in their roles.
Google's HR professionals are responsible for managing the company's talent pipeline and developing strategies to attract, retain, and develop top talent. This includes developing effective recruitment and hiring processes, identifying and developing high-potential employees, and supporting the ongoing learning and development of employees at all levels of the organization (Hauff, 2019).
The company's HR professionals also play a key role in creating and maintaining a culture of innovation and continuous improvement. This includes fostering an environment where employees are encouraged to take risks, experiment with new ideas, and collaborate with colleagues to develop innovative solutions to complex problems. The company's HR professionals also work closely with managers and employees to develop and implement performance management processes that are aligned with the company's values and objectives, and that support employee growth and development (Zhu, 2023).
Overall, the talent-led knowledge economy of Google is based on the recognition that human capital is a critical driver of competitive advantage in today's economy. By investing in its employees and fostering a culture of innovation and continuous improvement, Google is able to attract and retain top talent, and to develop new and innovative products and services that drive business success (Hauff, 2019). 
Google Inc. is a multinational technology company that is widely known for its search engine, as well as a range of other products and services. The company has a significant presence in the fields of internet search, online advertising, cloud computing, software development, and mobile technology, among others.
3.2. Shortcomings of Google’s HRM Model
Google has been known for its innovative and employee-centric HR practices. However, like any other HR model, Google's HRM model also faces some challenges. Some of the key challenges of Google's HRM model include:
Maintaining a balance between innovation and consistency
Google is known for its innovative HR practices, but it can be challenging to maintain a balance between innovation and consistency (Shrivastava et al., 2018). With the rapid changes in technology and the workforce, it can be difficult to keep up with the latest trends while still maintaining a consistent HR strategy.
Attracting and retaining top talent 
Google is a highly competitive environment, and it can be challenging to attract and retain top talent in such an environment. The company needs to continuously develop and enhance its HR strategies to keep up with the expectations and needs of its workforce (Saks, 2021).
Ensuring diversity and inclusion
 Google has been criticized for its lack of diversity and inclusion in the past, and this remains a challenge for the company's HRM model. The company needs to continue to work towards creating a more diverse and inclusive workplace, and develop strategies that promote diversity and inclusivity.
Adapting to local cultures and regulations
Google is a global company with a presence in many countries, and it can be challenging to adapt to the local cultures and regulations of each country. The company needs to be mindful of local laws and customs while still maintaining its global HRM model (Akinyi, 2022).
Balancing employee well-being and productivity
Google has a reputation for providing its employees with a high level of autonomy and work-life balance. However, it can be challenging to balance employee well-being and productivity in a fast-paced and competitive environment (Huff & Schüssler, 2016). The company needs to continuously develop and enhance its HR strategies to ensure that its employees are happy, healthy, and productive.



3.3. Recommended Improvements in Google HRM Model
Google has been known for its innovative and employee-eccentric HR practices. However, like any other HR model, Google's HRM model also faces some challenges. Some of the key challenges facing Google’s HRM model can be improved through the ways mentioned below.
Firstly, Google should practice maintaining a balance between innovation and consistency. Google is known for its innovative HR practices, but it can be challenging to maintain a balance between innovation and consistency (Huff & Schüssler, 2016). With the rapid changes in technology and the workforce, it can be difficult to keep up with the latest trends while still maintaining a consistent HR strategy.
The second recommendation is learning the art of attracting and retaining top talent. Google is a highly competitive environment, and it can be challenging to attract and retain top talent in such an environment. The company needs to continuously develop and enhance its HR strategies to keep up with the expectations and needs of its workforce (Akinyi, 2022).
Thirdly, Google should promote diversity and inclusion in their HRM model. Google has been criticized for its lack of diversity and inclusion in the past, and this remains a challenge for the company's HRM model. The company needs to continue to work towards creating a more diverse and inclusive workplace, and develop strategies that promote diversity and inclusivity. Google is a global company with a presence in many countries, and it can be challenging to adapt to the local cultures and regulations of each country. The company needs to be mindful of local laws and customs while still maintaining its global HRM model.
Finally, Google’s HRM model should seek to balance employee well-being and productivity: Google has a reputation for providing its employees with a high level of autonomy and work-life balance. However, it can be challenging to balance employee well-being and productivity in a fast-paced and competitive environment (Shrivastava et al., 2018). The company needs to continuously develop and enhance its HR strategies to ensure that its employees are happy, healthy, and productive. 
4.0. ARTIFICIAL INTELLIGENCE AND GOOGLE INC. HRM
Social Capital: Google Inc. has a strong social capital as it has established itself as one of the most recognized and respected brands in the world. Its brand value is estimated at over $300 billion, making it one of the most valuable brands globally. This strong brand recognition has allowed Google to form numerous partnerships and collaborations with other organizations, both in the tech industry and beyond. Additionally, Google has a strong presence on social media, with millions of followers across various platforms.
Intellectual Capital: Google Inc. is also known for its strong intellectual capital. The company has a significant investment in research and development, which has resulted in many innovations and technological breakthroughs (Saks, 2021). Some of the most notable examples include the Google search algorithm, Google Maps, and Google Assistant. Google has also acquired numerous companies over the years, which have brought in a wealth of knowledge and expertise to the company.
Human Capital: Google Inc. has a highly skilled and diverse workforce that is one of the key assets of the company. The company is known for its competitive hiring practices and attracting top talent from all over the world. Google's employees are highly educated, with many having advanced degrees in computer science, engineering, and other related fields (Saks, 2021). Google has also established itself as an employer of choice, offering competitive salaries, comprehensive benefits, and a culture of innovation and collaboration. As a result, the company has a very low turnover rate and a high employee satisfaction rate.
4.1. AI Impact on Google Inc. HRM
Artificial Intelligence (AI) is transforming many industries, including human resource management (HRM). Here are some ways that AI is impacting HR such as AI is being used to automate and streamline the recruitment process. AI-powered systems can screen resumes, conduct initial interviews, and even provide feedback to candidates. This saves HR managers time and helps identify top candidates more efficiently (Saks, 2021). Secondly, AI tools can be used to analyze employee sentiment and engagement levels by analyzing data from employee surveys and feedback. This can help HR managers identify problem areas and take proactive measures to address issues. Also, AI-powered learning and development programs can be tailored to individual employee needs and learning styles (Renkema, 2021). This helps employees to develop their skills more effectively and efficiently.
Performance Management: AI can provide real-time feedback to employees on their performance, helping them to identify areas for improvement and set goals. This can lead to more productive and engaged employees. When it comes to data analysis, AI can help HR managers to analyze large amounts of data on employee performance, engagement, and retention (Saks, 2021). This can provide insights into workforce trends and help to identify potential issues before they become problems. AI is helping to automate and streamline many HR functions, freeing up HR managers to focus on strategic initiatives and more high-value activities. However, there are also concerns around the potential for bias in AI algorithms, which HR managers need to be aware of and address proactively (Alhan, 2023).
5.0. CONCLUSION
Google is widely recognized as one of the most successful and innovative companies in the world, and its approach to human resource management has played a significant role in its success. Google's human resource management strategies are based on its unique culture of innovation, collaboration, and employee empowerment.
One of the key elements of Google's HR approach is its emphasis on hiring the best talent available. Google seeks to attract and retain the most skilled, creative, and ambitious employees by offering competitive salaries, generous benefits, and a flexible work environment that promotes work-life balance.
In addition to its emphasis on hiring the best talent, Google's HR strategies focus on fostering a culture of innovation and collaboration. This is achieved through a range of programs and initiatives, including open communication channels, cross-functional teams, and flexible work arrangements that allow employees to pursue their interests and work on projects that align with their strengths.
Google's HR strategies have been instrumental in the company's success, and have helped it to attract and retain some of the most talented individuals in the tech industry. However, it's worth noting that there have been criticisms of Google's HR practices, particularly with regard to diversity and inclusion. Despite this, Google remains one of the most admired and innovative companies in the world, and its approach to HR management continues to be studied and emulated by organizations around the globe.
6.0. RECOMMENDATIONS
Below are some of the recommendations that Google can use to empower its employees and make even a more successful team. 
Firstly, Google should focus on diversity and inclusion. While Google has made efforts to improve diversity and inclusion in its workforce, there is still room for improvement. By prioritizing diversity and inclusion, Google can benefit from a wider range of perspectives and experiences that can lead to better decision-making and innovation (Hauff, 2019). Google already offers a range of training and development programs, but there is always room for improvement (Hauff, 2019). By providing employees with opportunities for learning and growth, Google can foster a culture of continuous improvement and help employees reach their full potential.
Google's flexible work arrangements are a key factor in its success, but there may be opportunities to improve work-life balance even further. By providing more support for employees' mental and physical health, Google can help employees to be more productive and engaged. Google is known for its collaborative culture, but there may be ways to further encourage collaboration across departments and teams (Johnson et al., 2012). By creating more opportunities for cross-functional projects and teams, Google can help employees to build stronger relationships and share knowledge more effectively.
 Google is already known for its open communication channels, but there may be opportunities to increase transparency even further. By providing more information about company decisions and goals, Google can help employees to feel more informed and engaged (Johnson et al., 2012). By continuing to invest in its employees and focusing on diversity, inclusion, and work-life balance, Google can continue to be a leader in the field of human resource management and maintain its position as one of the most innovative and successful companies in the world.
Based on the above-mentioned recommendations, below is the plan of action that Google HRM could harness to improve employee productivity and satisfaction; and incorporate Artificial Intelligence for the benefit of the company (Ruël, 2020). Firstly, Google’s HRM should harness critical thinking skills to identify the strengths and weaknesses of the applicants in the recruiting process. Critical thinking skills by the interview panel will ensure only the best candidate are accepted. Secondly, the HR departments should work on their communication skills to understanding the different cultural, religious, and political backgrounds of the employees through open communication forums. Through allowing open forums between the employees, supervisors, and human resource managers to discuss challenges arising at work, Google’s HRM can improve employees’ satisfaction (Ruël, 2020). 
Finally, Google’s HRM should up their interdisciplinary collaboration skills to promote social cohesion in the workplace. Bringing the different departments in sync with the IT department to help them understand AI and its significance in their roles and duties (Ruël, 2020). Harnessing AI in different departments to reduce the workload and oversee the smooth running of the assigned roles and duties. 
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