Google's Organizational Structure & Organizational Culture

The purpose of this paper is to analyse the structure and culture of Google LLC which is an American multinational technology company and one of the largest tech companies in the world that specializes in Internet-related services and products, which include search engine, online advertising technologies, cloud computing, software, and hardware. 
As of April 2017, Google has more than 70 offices in over 50 countries around the globe, the company employs a total of over 72000 full-time staff, in addition to which it has many other temporary and internship positions and  praised by employees for its sharing culture, collaboration between departments and benefits making Google "One of the best companies in the world!" to work for in UK. "
Google’s accomplishments is related to the effectiveness of its organizational structure and organizational culture in supporting excellence in innovation.
The purpose and importance of structure
Organisational structure is a process of classifying and organizing  the functions of an firm dictating the relationship of roles within the organization, and therefore, how people function, toward the achievement of the organizational aims. 
According to Drucker, it is the correct design of structure that contributes the most to the organisation’s performance. 
"Good organisation structure does not by itself produce good performance. But a poor organisation structure makes good performance impossible, no matter how good the individual managers may be. To improve organisation structure . . . will therefore always improve performance. "
The importance of good structure is also emphasised by Child: 
"In the final resort, it is vital that we understand what organization is, what it does, and the grounds on which it can be justified because it is not just a means to achieving better economic performance but also exerts a profound influence on the societies in which we live . . . The form of organization we employ transports values back into society and carries a message about how to treat other people. " (Laurie J. Mullins, 2016)
"Poor organizational design and structure results in a bewildering morass of contradictions: confusion within roles, a lack of co-ordination among functions, failure to share ideas, and slow decision-making bring managers unnecessary complexity, stress, and conflict. Often those at the top of an organization are oblivious to these problems or, worse, pass them off as or challenges to overcome or opportunities to develop. " (Corkindale, 2011)
Google’s organizational structure is not common. 
Google has a cross-functional organizational structure, which is technically a matrix organizational structure with a considerable degree of flatness. (SMITHSON, 2017)
Operating within this type of structure based on cross-functional teams and assembled with people with different functional expertise working toward a common goal boosts coordination and integration, expand organizational boundaries, and reduce the production cycle time in new product development. 
It may include people from finance, marketing, operations, and human resources departments.
 In most cases, it includes employees from all levels of the company. Members may also come from outside of the firm (in particular, from suppliers, key customers, or consultants).
Bringing people together from different disciplines can improve problem solving and lead to more thorough decision making.
Google’s organizational structure has three main attributes:
Function-based definition, 
Product-based definition, 
Flatness.
Employee-oriented leadership
The corporate culture of a company refers to the traditions, values ​​and practices that influence the behaviour of employees.
Google’s organizational culture is also not common because it focuses on change and direct social links within the firm. Theory suggests that a strong alignment between a firm’s organizational structure and its organizational culture can lead to higher chances of success. 
In essence, structure and culture interact to influence the capabilities of the organization. Google’s organizational culture is:
Open
Innovative
Smart with emphasis on excellence
Hands-on
Supports small-company-family rapport
This benefit is manifested in the case of Google’s businesses that continue to expand and prosper. Hence, the company’s current dominant position is attributable to the collective benefits of its organizational structure and organizational culture.
This is in accordance with Schneider  (SCHNEIDER, 1987) that: "organizations are the people in them:… people make the place. His point was that: Attraction to an organization, selection by it, and attrition from it, yield particular kinds of persons in an organization. These people determine organizational behaviour… Positive job attitudes for workers in an organization can be expected when the natural inclinations of the persons there are allowed to be reflected by the kinds of processes and structures that have evolved there. " (Armstrong, 28 April, 2010)
Google’s status as the world's largest search engine company rests on part on the company's culture.
Google builds its human resources by taking into account the culture of the organization. The company retains some of its competitiveness through its organizational culture. In the case of Google, this culture gives way to employees to solve problems while organizing social networking sites and social media services. Google also uses its company culture to promote creativity and improvement. As an international online technology company, Google. uses the corporate culture to develop competitive advantage and highly specialized human resources.
Google corporate culture focuses on creativity and improvement. This corporate culture allows for innovations that are essential in the technological industry, including Google’s varied non-social networking site. Such improvements focus on Google’s mission statements and visions to strengthen the world's connection and to organize the world's information and make it universally accessible and useful. 
The company uses its corporate culture as a tool to support the stability and competitiveness of companies. Human resources are developed and maintained through training that ensures the talent and practice of business objectives in creativity and innovation for their social media business. 
An advantage in this culture is the support of flexibility, especially when it comes to quickly solving problems and problems with social media. Another advantage is that the culture accelerates the continuous improvement, which is important in the context of online social networks, online advertising technologies, cloud computing, software, and hardware, because the online environment is changing rapidly.
Clear Mission and Values
At the company’s infancy, Google’s founders wrote “ten things we know to be true” that would serve as the grounding values for their future.
The list includes basic tenets like “It’s best do one thing really, really well” and “Fast is better than slow” that have all shaped the core of its company culture, providing principles that Googlers can rally around as a compass for day to day behavior.
It is pretty much in Google’s DNA to experiment: innovation is in their blood.
Larry Page, the CEO of Google, have said that it is “unsatisfying” to have so much resource and yet feel as though they are not doing more things (even though with the likes of driverless cars and Project Glass, they seem to be doing just fine).
That hunger for innovation is what provides purpose in the office, aligning every employee’s decisions with a simple, collective vision.
Having a clearly articulated mission that is prominently communicated to all employees cultivates an intentional culture – an environment where people know why they do what they do, and love their work all the more for it.
Mission statements, however, are much easier to write than to make into reality. They need to realize that a company’s culture will hinge on its ability to make the words on paper meaningful, translating the intangible into something that has real worth and impact. (Kim, 2013)
 As Google CEO Sundar Pichai said: “I also value teamwork quite a bit and I think it’s really important to build organisations where people really want to work together. Everything comes out of that. So, setting up collaborative cultures is another big thing I’ve been trying to focus on.” Management practices are an essential ingredient in building culture.
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