1
2





Student Name: Gabriel Vilcu
Student Number:2126382
Module Code: BMSW5105_BIRM
Assignment Title: Culture inside Google
Lecturer Name: Aderemi Ojebode


















[bookmark: _Toc150450997]Executive Summary:

This report will explore Google's distinct corporate culture, emphasizing its promotion of innovation, moral values, and workplace sustainability. Highlighting the Google culture fosters an environment that encourages creativity and innovation among its employees, supported by a set of core values that prioritize ethical conduct and user-centric principles. This unique culture has contributed to low employee turnover, enhancing workplace sustainability and competitive advantage. However, the report also highlights areas for future improvement, including the need for wellness programs, respectful feedback mechanisms, and a commitment to ethical practices, as well as the necessity to address concerns regarding sexual assault resolution policies. These recommendations aim to further strengthen the company, its robust culture while addressing ethical and procedural shortcomings.
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Workplace culture represents the way of behavior that an organization allows or promotes. The type of culture that is practiced in an organization underlies the behavior and choices that employees make in their day-to-day activities (Alvesson, 2012). Therefore, culture influences the efficiency that an organization is able to achieve in its operations. The culture that an organization practices originates from the top in the managerial positions with the power to influence behavior. For purposes of efficiency, organization managers create cultures that promote the behaviors that they need their employees to engage in. This report discusses the culture, ethos, and values practiced at Google. As one of the biggest technology organizations in the world, Google has numerous employees from different countries and cultures. The report discusses the sustainability of the of the culture at the organization using theoretical justifications. The report further provides recommendations that can positively impact Google’s culture and its efficiency.
[bookmark: _Toc150450999]Literature Review

Google Cooperate Culture 
Organizational culture can be defined as the set of traditions, behaviours, and customs that influence the behaviour of all the individuals within the organization (Robbins et al., 2018). The organizational culture at Google has been hailed as unique by different commentators who have studied the organization. According to Zulfan et al., (2020), Google highly values innovation among its employees to boost its overall innovation. Considering this, the culture at the organization is tailored to promote innovation and performance among its employees. The features that characterize the culture include unconventional office behaviour where the employees are allowed time to take part in rests and recreational activities during work hours. When at work, Zulfan et al., (2020) note that employees at the Google are encouraged to take breaks during which they can play some of the fun games at the organizational premises such as table tennis and darts among others. The culture of employee freedom to carry out their tasks at the time they want promotes innovation as it makes the employees refresh their minds and open them up to new ideas. In addition, Zulfan et al., (2020) write that the culture at Google is characterized by openness where employees have the freedom to share their ideas irrespective of how unconventional they may seem. Openness is an important feature in the organization’s culture as it promotes sharing of ideas and promotes innovation.
According to Dimitrakaki (2022), the culture at Google is also characterized by the promotion of unconventional thinking where employees have the freedom to think of and work on ideas that are considered unique in the technology industry. Unconventional thinking as a feature of the corporate culture at Google can be seen in how the organization gives its employees to think unconventional when developing software and other technology products that it sells and uses in its operations. Travica, (2015) observes that the culture at Google is characterized by the promotion and appreciation of excellence in all the projects that its employees undertake. The tech industry is one of the most competitive industries in the world as it comprises of companies with brilliant workforces that consistently create attractive products (Browaeys and Price, 2019). Google’s culture promotes excellence for purposes of maintaining its competitive advantage. Excellence is promoted at Google through training programs that encourage trainees to focus on personal and professional improvement as a means of achieving excellence. Travica, (2015) also writes that the unique corporate culture at Google is characterized by the promotion of practical learning through hands-on approach. At Google, Travica, (2015) notes that possessing theoretical knowledge about technology is not enough as the culture promotes experiential learning and work where employees are encouraged to work on their theoretical knowledge and establish the practicality of their ideas. Finally, Vise, (2017) notes that the culture at Google is different from the conventional organizations as it promotes social life among its employees. The culture promotes social interactions among workers of all levels without considerations for their different ranks.
Google Values
	Organizational values are the core beliefs that an organization holds and uses as the guiding principles in its quest to achieve its strategic objectives. The values set the tone with which an organization interacts with its stakeholders as well as the tone with which the individuals within the organization interact with each other (Alimo‐Metcalfe et al., 2008). Google has organizational values that inform its operations, the behaviour of its employees, and its treatment of the stakeholders. One of the values at Google is the focus on the users and placing them at the centre of its operations. The organization believes that focusing on the user is vital for its business and that all other benefits such as profits originate from placing the user at its centre of all its strategies. Vise, (2017) adds that another important value that acts as the guiding principle at Google is striving to do good. The author write that the company has a cooperate code of conduct that says, “Don’t be evil,” which used to be its motto. According to Mukhamad et al., (2020) the company is expected to promote good and encourages its employees to create products that do not promote or tolerate any form of evil. Mukhamad et al., (2020) further writes that the company values the search for information and has inculcated the value in the activities of its employees. Searching for information is central to technological innovation as innovation depends on the amount of knowledge and information that one possesses about a particular subject. Therefore, the search for information has been a value that employees live by when conducting their projects at all levels of the company. 
Google Ethos
	Organizational ethos are the principles that guide the ethical behaviour of all the individuals within the organization. The ethos guide employees and managers on how to behave when acting on the organization’s behalf (Rogoff, 2003). According to Turner (2019), the organization focuses on trust as the basis of relationships among its employees and between the employees and the managers. Turner (2019) observes that the management at the organization trusts that its employees have thought through the projects they propose and work on. In addition, the culture follows the ethos of prioritizing employee fulfilment and happiness. The ethos directs the managers to create a working environment that maximizes the satisfaction, happiness, and personal fulfilment of it’s the employees. Finally, Turner (2019) observes that the company is dedicated to the sharing of values across the organization as its ethos. All the employees within the organization are expected to adhere to the values that the organization subscribes to regardless of their position. 
	The extent to which the culture at Google supports workplace sustainability is an issue that has been researched largely. According to Riratanaphong and Van der Voordt (2015), sustainability at the workplace is heavily dependent on the levels of job satisfaction that employees experience. Ali and Anwar (2021) define job satisfaction as the degree to which an employee is contented with their job as a result of multiple factors such as pay and work environment among others. Riratanaphong and Van der Voordt (2015) observe that Google’s corporate culture promotes sustainability at the workplace by increasing the levels of job satisfaction of its employees. The authors also not that most of the employees at Google are technologists who value the freedom to innovate and create technological products. Therefore, the culture at Google increases their levels of job satisfaction by allowing them to be free to pursue their ideas. Moreover, Vise (2017) write that Google’s corporate culture enhances job satisfaction by creating a cheerful and fun environment for the employees. The unique culture where employees are allowed to take part in fun activities during work hours increases job satisfaction levels among employees as opposed to organization with strict cultures. The allowance of fun activities is a sign of flexibility where the organization allows employees to act on their assignments at times that they choose for themselves provided they are within the acceptable time frame. Robbins et al., (2018) observes that employees are attracted to flexibility in the workplace as this gives them a higher degree of personal freedom in relation to the timetable. Collectively, these characteristics increase the job satisfaction of employees and make them want to be part of the organization for long periods. Moreover, the increased job satisfaction increases productivity as employees carry out their assignments with high degrees of enthusiasm. As a result, the workplace becomes a place for excellence that generates excellence and benefits the entire organization.   
Google’s Cooperate Culture Promotes Innovation
	According to Singh et al., (2019), workplace sustainability at a technology-based organization is a function of innovation that the employees can achieve. Technology organizations that are constantly innovative maintain a sustainable workplace as the employees are constantly engaging with new ideas that can potentially create better technology products in the market. According to Travica (2015), the culture at Google promotes workplace sustainability by promoting innovation among its employees. The author writes that the culture at the organization can promote innovation by allowing employees to engage with unconventional ideas without judging them negatively or discouraging them in any way. Vise (2017) observes that part of what characterizes the culture at Google is the freedom to be creative and to dare to think unconventionally. The product of such freedom is increased innovation where employees come up with new ideas and improve them to levels where they can be polished to projects that will benefit the company. The innovation that is made possible by the culture at Google contributes to a sustainable workplace as it makes the employees attracted to the workplace and think highly of their working environment. Literature on workplace sustainability shows that organizations that allow their workers freedom and flexibility to pursue innovation have a better chance of achieving workplace sustainability as their employees are happy and mentally stable (Robbins et al., 2018) Therefore, the promotion of innovation at Google makes the employees at the organization happy and mentally inclined to take part in the organization’s activities in the long-term.     
[bookmark: _Toc150451000]Findings

The literature review presented above shows that the culture at Google is characterized by factors that make it different. One of the main findings is that the culture at Google promotes innovation by allowing employees to be free to create and share their ideas. The articles reviewed have the common theme of describing the culture at Google as supportive of innovation as it provides the employees at the organization with the right environment for creativity. Another major finding from the literature review is the fact that the values and ethos on which Google bases its principles guide its employees to be moral. The collective values and ethos from the articles and books reviewed show that they were formed with goal of guiding the company toward moral activities.
The literature review further shows that the culture at Google is conducive for workplace sustainability. The different authors whose works have been reviewed agree that the aspects of the organization’s culture predict low employee turnover through several different means. For example, the authors agree that the culture at Google enables workplace sustainability by making employees want to remain with the organization for long periods. In summary, the culture, ethos, and values that prevail at Google make the company moral, successful at the production of technology products, and promote excellence.  
[bookmark: _Toc150451001]Conclusion
	
The culture at Google has numerous features that make it ideal for the activities that the employees at the organization have to carry out. Mainly, the culture at Google promotes openness, innovation, and social interaction among employees. The culture has benefited the organization massively as it has created workplace sustainability that has enabled Google to maintain a competitive advantage over other technology companies. However, the culture at the organization is not perfect. There are defects that the essay has pointed out including unethical practices by the organization management and an unethical sexual harassment complaint procedure. The organization can address the deficiencies in its culture by implementing the recommendations provided in the essay.
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1. Embed wellness programs into the culture.
	Wellness programs that address the wellbeing of employees’ mind, body and spirit are vital for organizational performance. Such programs increase the performance of employees by keeping them at their best condition mentally and physically (Singh et al., 2019). Embedding such programs into the organization’s culture is vital for workplace sustainability. The organization can achieve this by employing in-house occupational therapists who can address the mental wellbeing of employees whenever they struggle with issues that affect their mental health. In addition, the wellness programs can also include promotion of physical health where employees are encouraged to be healthy and facilitated to remain healthy by providing them with healthy foods and time to work on their physical fitness. The organization can achieve the improvement of spiritual wellbeing among its employees through programs such as meditation and communion (Berry et al., 2020). Improving the wellness of employees by improving their mind, body, and spirit is a cultural change that will benefit the organization in a variety of ways. The body is the vessel through which a human being achieves the tasks he or she sets out to do. Therefore, the efficiency of an employee in the tasks he carries out is fully dependent on their mental, physical, and spiritual wellbeing (Rogoff, 2003). Investing in the wellness of all the employees at Google as part of the organizational culture will have a positive impact on the organization’s efficiency as it will increase the individual output of each employee. Collectively, the employees will be more productive and efficient when their wellness is at optimal levels, which will make Google more productive.      
2. Embed respectful feedback into the culture.
	Respectful feedback in an organization is essential to the performance and improvement of employees. Google can incorporate frequent and respectful feedback into its culture and provide its employees with information on how they can improve based on their performance. The best method that the organization can use to achieve this recommendation is the 360-degree feedback program where employees receive feedback from anonymous individuals who represent different departments and levels at the organization, including their juniors. 360-degree feedback programs are effective in providing feedback as they increase the likelihood of objectivity and fairness in the feedback (London and Beatty, 1993). Embedding 360-degree feedback programs into the organizational culture at Google will benefit the organization by making employees learn from their mistakes and eliminate the mistakes in their performances. As a result, the organization will experience an increase in efficiency as employees will make fewer mistakes and increase their efficiency.     
3. Avoid unethical practices.
	In recent years, Google’s reputation has suffered as the organization has been involved in scandals that have made the public question its ethical principles and its intentions. For example, the organization has been shown to use its premier search engine to censor information about political views that it does not agree with. Moreover, the organization has also been accused of colluding with governments around the world to spy on citizens by collecting data and sharing it with governmental institutions against its customers’ will (Dann and Haddow, 2018). From an ethical perspective, sharing data without the consent of the owner and censoring political views that one does not agree with is unethical. In light of this, the essay recommends that Google shuns all activities that go against ethics like the two examples provided. The recommendation will increase the efficiency of the organization as it will enable it to gain the trust of its users. Trust from the public will attract more users and talent hence gaining more clients and workers talent from across the world.    
4. Address its sexual assault resolution policies.
	Recently, the organization was exposed by its employees to have sexual assault policies that are highly unethical. The organization had a forced arbitration policy where employees who had complaints regarding sexual assault at the organization had to waiver their rights to sue the company before having their claims adjudicated by a neutral party in private (Schaefer, 2019). The revelation revealed weaknesses in the organization’s culture that created an environment where victims of sexual harassment would be reluctant to raise their claims as they would be subjected to an arbitration process that they deemed to be unfair (Schaefer, 2019). The organization should create a culture that encourages victims of sexual abuse and assault to report their claims by implementing clear, fair, and transparent complaint procedures that do not involving forcing the employee to forfeit their right to sue the reorganization. The recommendation will improve the culture at the organization by discouraging individuals that are inclined to commit acts of sexual assault. Moreover, implementing clear sexual complaint procedure will encourage victims of sexual assault within the organization to report their claims and have them fairly arbitrated. On the whole, the recommendation will improve the culture at the organization by saving it from potential sexually irresponsible behavior. The recommendation will improve the efficiency at Google as it will free its employees to work without the fear of sexual harassment or the fear that the organization will frustrate their efforts to seek justice. 
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