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[bookmark: _Toc92357799]Introduction:

Human Resource Management activities have more recently been seen as key to measuring organisation operational performance. It is seen as central to supporting organisation in developing Human resourcing strategies, integrated to the organisations business strategies, culture development and how an organisation interacts with its macro environment (Armstrong & Taylor, 2018). All this is supported through development of high performance culture which attracts and retains individuals with the right levels of skills needed to gain or maintain competitive edge in an organisations operating market. Impact of HRM varies from one organisation to another, and depending on the corporate objective, will determine the policy shape which will help focus on key initiatives that will help deliver the objectives.

An organisations business type will determine essential policies and strategies it must adopt in other to remain effective in maintaining competitiveness. Organisational HRM models commonly mirror these strategies as they are geared towards increasing organisational operational efficiency through effective use, distribution, and management of resources. Policies and strategies such as compensation schemes, leadership development, training, retention, change management, recruitment and effective measurement and reporting of resource allocation, are all important strategies used in Human resource management. Organisations prioritise strategies based on factors considered critical to organisational goals,  and may be varied depending on business needs. 

Google as a technology based company may consider staff retention as critical to its survival as it will help maintain and retain its knowledge base, while another organisation like Tesco may consider effective measurement and reporting of resource allocation as critical to its HR policy and strategy develop. This report will be used to evaluate Google’s HRM strategies and seek to demonstrate how its chosen strategies has helped in increasing employee morale, output, and overall organisational performance.
  






[bookmark: _Toc92357800]Company Background:

Google is a multinational technology company established in US in 1998. It is one of the largest information mining and technology companies in the world, with a single mission of organising the world’s information and making it universally accessible and useful (Google, 2021). The organisation primary business is concerned with online technology advertising, search engine and cloud computing software and hardware. With an annual turnover of over £70Billion, the organisations currently employs in excess of 140,000 employees globally with around 5000 employee located within its UK operations. Its corporate operational strategy is to “accelerate innovation and strengthen brand loyalty through transformational changes while creating an open-source environment” (Google, 2021). Google operates a cross-functional organisational structure, with a flatline design or outlook. This structure supports the organisational open door culture that encourages cross-function collaborations and making every employee accessible regardless of their position. The organisations strength lye within the knowledge base held with its employees, hence the importance to recruiting and retaining the highest calibre of individuals able to add value to the corporate operational strategies, while feeling valued with a  sense of being integra part of the organisation structure, forms a key foundation of the organisations culture. 

The organisation has a unique recruitment strategy in that hiring decisions are made by a group, to prevent  managers hiring for short-term needs (Sullivan, 2013). The organisation can be said to have reinvented traditional HRM decision making processes which has been based on trust and relationships, in that key HRM decision making processes are based on people analytics as it uses key analytical data in making recruitment decisions, as it aims to bring the same stringent levels of decision making used in developing its engineering processes to it people recruitment process. 
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Organisations come in all shapes and sizes, with a common purpose of delivering a set of goals geared toward generating profit or desired values. Regardless of their purpose, a common factor between these organisations is the use of people skills and tacit knowledge in delivering and achieving their goals, therefore organising and effective management of people within any organisations is considered crucial to the successful achievement of organisational goals and objectives.

Human resource management forms a key part of the management process as it help shape strategies that will attract key personnel necessary in delivering strategic goals. Human resources management is defined as a combination of activities associated with management of employment relationships within a firm, which includes knowledge, skills, networks, and energies of people, their physical, intellectual, and emotional wellbeing geared towards keeping them motivated in carrying out their job (Armstrong & Taylor, 2018).  

[bookmark: _Toc92357802]Strategic Human Resource Management:

Strategic HRM on the other hand is the process of developing and integrating HRM practices, procedures, and systems with organisational objectives (Baird & Meshoulam, 1988). It is concerned with taking a long-term view to HRM processes and finding the best fit strategies that best supports organisational objectives. Strategic management is a process of strategy making, forming, and reforming of an organisational strategies over time (Boxall & Purcell, 2003), and understanding the strategic position of an organisation, making strategic choices, and turning them into actions (Johnson, et al., 2005). Strategic HRM helps indicate an organisations intention with its human resource management policies and practices, and how these integrate with organisational business strategy, this is achieved through adoption of best fit HRM model that best supports the balance between an organisational resources and its intended objectives (Penrose, 1959).

Google in its quest to become the best organisation in information management and accessibility, can be said to adopt the Matching HRM model. This model proposes that organisational structure should be managed in a way that is consistent with their strategy, in that the most important management task, is to align the formal structure and human resource systems, in a way that they drive the organisational strategic objectives (Fombrum, et al., 1984).  The organisations HRM policies  are underpinned on resource based view theory, which stipulates the importance of creating firms that are more intelligent and flexible than their competitors, through hiring and developing more talented employee and extending their employee skill base (Armstrong, 2013),  that will support their goal, ensuring adopted strategies are ones that will provide the right focus on key areas of its operations that will support its global outlook, taking into consideration required resources, cultural barriers and international operational differences. 
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International Human resource strategies is concerned with the HRM policies and practices that capture all international related activities of an organisation  HRM. It is an important aspect of Strategic HRM in that it aims to ensure that international organisations attract and deploy the right individuals on global stage, taking into consideration complexities and sensitivities such as cultural barriers and differences, international laws, and operations in international macro business environments (Armstrong & Taylor, 2018). Globalisation and the developments in social and technology advancements has led to creation of single world markets requiring for organisations to capture global scale economies by expanding their activities globally. This required development of an international human resource strategy as part of the strategic HRM, to support the achievement of international business strategies. Consideration relating to convergence( where an organisations adopts similar policies and practices across its global markets or divergence ( where it allows for HRM polices to be adapted to local markets), are important when developing International HRM strategies, as it allows for organisation achieve some balance and consistency between its international and local operations (Brewster, et al., 2002).


[bookmark: _Toc92357804]Human Resource Strategies:

Human resource strategies relate to policies and practices adopted by HRM managers to help support HRM functions within an organisation. They are used to set out what organisations intend to do in areas such as Human capital management (people management and operational decisions), knowledge management (using knowledge to enhance performance), learning and development (creating an enabling environment were employees are encouraged to learn and develop), reward and compensation,(setting out reward policies that will aid the achievement of organisational goals and employee needs) resourcing (attracting and retaining high quality employees), organisational planning (programmes designed to enhance smooth operations and management of change within an organisation). Whilst all of these strategies and more and traditionally present in most HRM departments, organisations corporate objectives sometime demand that some of the strategies are prioritised to best suit the operational and corporate goals.  In the case of Google, recruitment, development of business leaders and retention of employee forms core priorities in their HRM strategic approach.

[bookmark: _Toc92357805]Staffing /Recruitment:

Recruitment or Staffing is an important Human Resource management strategy as it is critical to an organisations performance and success. It plays a major role in organisational workforce planning in that it is the final process in selecting the right individuals needed to fill job positions in a firm. The process of staffing begins from workforce planning where an organisation business plan / strategy, specifies the number of people needed for the organisation to be functional. Workforce planning is essential strategy in that it shapes organisational operational strategy to make sure that the right number of people, with the right skills and at the right place are available at the right time to deliver an organisations short and long term goals and objectives (CIPD, 2010). It takes into account key environmental scans to determine factors such as supply and demand in labour market to help establish a systematic approach in assessing the correct number and person specification needed at any one point for an organisation business continuity.
 
Recruitment Process involves finding, engaging, and selecting the people an organisation needs. Recruitment process is crucial to organisational performance in that it is the point in which the right person-fit is selected for a job position. Recruiting the wrong fit candidate can have adverse impact to the organisation as it may lead to an organisation missing important objectives which can prove very expensive to an organisation.
There are several key steps in the recruitment and staffing process, however not all will apply to every organisation (Wilk & Cappeli, 2006), it is most important to clearly define the job requirements, role profile and person specifications to ensure an organisation attracts the right candidates for the selection process. Proper selection tools are essential in order to obtain the accurate information about the candidate for the position, ensuring all interviewing and testing processes are properly checked to make sure they meet all internal and external legal requirements prior to offering the position to successful candidates. The final aspect in the recruitment process is to ensure that clear compatibility exist between the candidate and the organisation in term of values, goals, personality, behaviour, skills to guarantee motivated individuals selected for the job (Levesque, 2005).

Modern day processes have somewhat provided more clarity to recruitment process, in that the use of technology have provided some ease in accurately predicting and assessment of candidates in a recruitment and selecting process. The availability of data such as background checks and references can more reliably be obtained and checked against job specs. The use of social media and other Online sources such as corporate websites with dedicated recruitment sections, where job vacancies are advertised, can somewhat mitigate the costs attached to advertising job positions, in that organisations as part of their strategy, create presence on such platforms, allowing them to gain direct access to prospective candidate. This removes the need to use agencies and further provides the necessary data needed to accurately predict  and forecast recruitment outcomes. Furthermore this will allow for the prospective employee to take ownership of the process allowing for direct engagement with the organisation from the onset.

Google as part of its innovation and development of its HRM practices, specifically uses data in their recruitment processes. They have developed algorithms that helps predict area of the business they are likely to have vacancies based on performance levels, this allows the organisation to plan ahead and using similar algorithms, identify potential succession candidate internally or from the pool of prospective applicants that best suit the position. It is also worthy to note that this process is not entirely human free as all hiring decisions are made by a group of individuals who have the organisations global objective in mind, completing removing the risk of managers hiring for their individuals departmental needs (Sullivan, 2013).
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Leadership development programme is an essential strategy to develop in every organisation as part of their HRM strategies. It can be defined as involving the acquisition development and utilisations of leadership capabilities or the potential for it (Burgoyne, 2010). Leadership Development  helps organisations create succession plans for existing jobs, future management positions, continuity, and development of business activities. It allows for managers and prospective managerial candidates, to acquire and develop the leadership and managerial qualities necessary to enhance organisational performance and is a vital ingredient to talent management (Armstrong, 2013). 

The term leadership has been described as a process of influencing people towards behaving in a desired way. It’s a dynamic process whereby one individual influences others to contribute voluntarily towards the achievement of a commonly agreed goal or objective (Chowdhury, 2014). Leaderships theories underpin the importance of considering peoples personalities and traits in determining their leadership styles, as more  often personality trait influence behaviour, as they can be emergent and therefore can change. Effective traits which are based on experience or learning, form crucial aspect for consideration in leadership development processes (Khan, et al., 2016). 

Organisations should carefully consider the leadership styles that best compliment their culture and supports the organisational objectives when developing leadership programmes. For example, transformational leadership style is based on the ability to inspire and motivate followers to achieve results greater than originally planned. It provides followers motivation needed for self-driven hard work, where organisational mission, objectives and culture are viewed as a means of achieving personal goals and objectives. International organisations like Google may look to adopt transformational  leadership style programmes as part of HRM leadership development strategies, as employee  autonomy is heavily encouraged as part of the organisational work culture. This may lead to developing a culture of ownerships necessary for leadership, allowing for employees to feel more trusted and valued in doing their work.

[bookmark: _Toc92357807]Retention

Retention strategies are a  combination of policies and activities intentionally deployed by an Organisation, that engages employees for a long period, designed to create a favourable environment that encourages employees to remain with an organisation for a longer period. Retention is defined as the practice, processes, policies, or activities an organisation does to retain skilled labour and organisational knowledge (Kyndt, et al., 2009). Staff turnover have remained a cause for concern for many organisations and have led to increased operational costs as both skilled labour and tactic knowledge are lost to competition due to employees moving from one organisation to another for various reasons. 

Organisations are in constant look out for ways to improve organisational performance through  employee retention and have narrowed this down to engagement activities which meet employees personal goals, needs, motivate, and improve employee morals. Increasing employee motivation is a critical process in increasing staff retention, in that a motivated employee displays the desired commitment towards their work. Maslow (1949), hierarchy of needs motivation theory, supports this in that the theory states that humans are motivated to fulfil their needs in a hierarchical order, beginning with the most basic needs before moving to the more advanced self-actualisation stage (Mcleod, S., 2020). This was further collaborated by Herzberg’s (2000) two-factor theory, which states that there are two factors that  aid motivation in a work place, one relates to work place motivators covering intrinsic needs such as achievements, recognition and advancement, and the other hygiene factors not related to workplace satisfaction but must be present in a workplace to aid motivation. Hygiene factors such as pay grade, policies, management, and leadership styles (Education librabry, 2021).
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Fig. 2 Maslow (1949) Motivation Hierarchy of Needs Pyramid. 
Source: (Mcleod, S., 2020).

Effective retention strategies take into account retention issues the organisation is facing, organisations should develop policies that support increased retention as these has an effect on organisation performance. In general, HRM strategies should ensure effective processes that  ensure key HRM functions such as Recruiting the Right fit personnel, providing Training and career development parts, providing recognition and feedback, offering appropriate rewards and compensation, encouraging employee autonomy, and adopting a proactive approach in employee well-being, are all present in all aspects of an organisational operational processes, to improve staff retention and in turn organisational performance.
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Organisation performance can be linked to effective use and distribution of its resources. Studies in HRM have shown that employees play a crucial role in organisations meeting their goals and objectives and in turn impact their performance (Aldamoe, et al., 2011). Internal factors such as organisational planning, personnel recruitment and motivation, rewards and retention are all fundamental in achieving and running a successful operation. Intermediary factors such as employment relationships comprising of job satisfaction, social climate, engagement, loyalty, and trust are all outcomes of effective HRM activities (Katou, 2008).
Organisations should continually invest in their employees by providing on and off the job training and creating clear career progression parts, this will make employees feel valued and motivated, setting personal career goals which organisations can exploit. Organisations should encourage employee autonomy by allowing employees to take more responsibility for their work schedules, most especially in technology based firms, create a culture that brings feel good factors in the work place, by constantly recognising and rewarding employees performance. These have been shown to directly impact organisational performance as employees stay longer and organisational knowledge is improved leading to increased performance.
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Fig:3 Source (Aldamoe, et al., 2011).
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Human Resourcing Strategies are critical to organisational performance and survival, in that HRM function require human intervention to work. Recruiting and retaining skilled and talented employees should be of utmost priority for organisations and they should look to adopt a proactive approach in delivering HRM strategies, where employee well-being forms the core of the strategies. Organisations should consider using technology base processes to enable them obtain data which can be analysed for more effective and accurate decision making. Organisations should use similar processes to become talent magnets, by creating an environment where the best candidate will want to come to, and offering rewards pay equal to or greater than what is paid in the market place, whilst balancing this with a culture that promotes innovation, growth, and sustainability. 
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Google as global Tech company operates across many markets with differences in culture, laws, and operational practices. The nature of the organisations business requires that it localises its operation in every market it has presence in. The organisation should ensure that its HRM strategies captures the values present within its employee network, ensuring a good balance is achieved between its organisational culture and employees base.

The use of predictive technology tools in HRM strategy development appears to be gathering momentum, as more and more firms are beginning to realise the benefits of adopting this approach. Advancements in AI as an extension to this, will further enhance the benefits of using technology to increase the effectiveness of HRM strategies. However, care must be taken not to eradicate the human aspect of HRM strategies as this will always remain relevant in deployment of Human resource management functions in an organisation.
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