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This essay takes a critical thinking approach at assessing believes, values and attitudes and their impact on behavior in the organization Google during the pandemic. This report highlights the positive impacts and the negative impacts ,and it aims to critically analyze the management theory and the critical thinking involved in decision making within the organization. Ultimately, the report concludes the organization was amongst the most successful in response to the pandemic. However, it is not without some bad decision making and critical thinking failures.

1. [bookmark: _Toc102172304]INTRODUCTION 

The importance of critical thinking in the workplace 
Critical thinking has multiple definitions and broad ones, for the purpose of this assignment I will define critical thinking in the context of the workplace. Critical thinking in the workplace is defined as, good decision making that relies on relevant information separating facts from assumptions and asking the right questions.(Chartrand, Ishikawa and Flander, 2013).

Critical thinking in the workplace is important because it helps in solving complex issues, as it examines all possible perspectives to conclude on the best possible solution. It eliminates confirmation bias and total reliance on formative beliefs, values and attitudes; instead, it uses rationality and some emotionality, thus making room for a balanced judgement or better decision making. 

A brief background of Google
Google is a technology industry, internet company and is under the parent company Alphabet. Google is headquartered in Silicon Valley, San Francisco. Google is known for its search engine; however, its revenue is generated largely through advertising revenue. According to a Statista chart from 2021, Alphabet had 156,500 full time employees at the end of 2021 and as of February 2022 they have 135,000. This count does not include the internship and temporary employees. Google prides itself on being “one of the most desirable employers” (Johnson, 2022). There are renowned for their workspaces that feature perks such as, health benefits, food and drinks and communal spaces for down time. (Johnson, 2022). With Google being ranked 7th by recruitment firm Glassdoor’s Best Places to Work 2022 list. (Glassdoor Team, 2022). This included employee reviews, that praised the organisation for its great culture, pay, offices and benefits. (Glassdoor Team, 2022). 

As a result of the COVID 19 lockdowns, Google introduced in 2020, the work from home program. Eventually when they announced the return to the office, for April 4, 2022, most of the staff were on the hybrid work model, which calls for working 3 days from work and 2 days’ work from home. (De Vynck, 2022). There were more than 14,000 employees during the pandemic who moved to a new location from the headquarters or work remotely full time now. (De Vynck, 2022). There were incongruency’s between the managements decisions and some employees needs during the pandemic, namely pay cuts as a result of relocation or working from home full time. Overall, there were more positive impacts on behaviour in management and employees during the pandemic, with the hybrid work model, new workspaces, and recovery and maintenance of productivity levels during the pandemic. 



Introduction to report

In this report I will clearly define beliefs, value systems and attitudes; with the purpose of analysing the differences between the three. After this, I will delve into the organisational beliefs, value systems and attitudes at Google and the impact they had on workplace behavior during the COVID 19 pandemic. I will give my critique of both the things that worked and those that did not work. I will apply Elton Mayo’s  human relations theory for management , the Hawthorne effect and the RED model of critical thinking to the Google organization. I will evaluate workplace changes implemented by Google and whether they future proof the business. From my critique, I will give recommendations for changes that can be implemented, based on the post-lockdown challenges that will be faced by the company.
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Figure 1: Beliefs, Values and Attitudes

										(Mohan, 2018)


Beliefs

A belief is defined as, “an internal feeling that something is true, even though that belief may be unproven or irrational.” (Anderson & De Silva, 2009). They are solely based on assumptions we make or what we are convicted of , either through our past experiences, or through people around us or things we have seen. Beliefs can come from a range of areas of our life such as, socio economic class, political ideologies, social groups, intellectual circles, moral beliefs or spiritual beliefs.(Mohan, 2018). A belief could be an employee believing their manager always tells the truth. This is irrational and based on past experiences with their manager always being correct informing their belief about their managers capabilities.

Values

A value is defined as, “A value is a measure of the worth or importance a person attaches to something; our values are often reflected in the way we live our lives” (Anderson & De Silva, 2009). Our values are abstract and exist internally, they are how we differentiate between what is important or not in our lives or decision making.(Mohan, 2018). They are sometimes referred to as our value systems, to imply that we arrange our values in order of importance.  An example of values in the workplace can be if an organization finds the outcome important. Which is when an organisation gives value to results, and this informs their emphasis on productivity and how much pressure they place on their employees. 

Attitudes

An attitude is defined as, “the way a person expresses or applies their beliefs and values, and is expressed through words and behaviour.” (Anderson & De Silva, 2009). Attitudes comprise of our beliefs and values, which are internal. These are reflected in our attitude which comprises of behaviors, thoughts and our emotions.(Mohan, 2018). An example of an attitude would be you being upset that you must work overtime because you miss having dinner with your family. This is an example of an attitude because your value systems could be that you value time spent with your family, and an emotion( attitude) is triggered because the change at work is infringing on your values. 

Differences between beliefs, values and attitudes in the workplace

Overall, beliefs, values and attitudes have an overlap as they have direct relationships to one another, but there are some differences. Attitudes come from beliefs and value systems that exist internally. Whereas beliefs are merely assumptions that have no rationality attached to them, based on past experiences and convictions you have. ( Mohan, 2018). Values are abstract principles that you create based on concepts, people, or things. ( Mohan, 2018). All three of these systems, are expressed through our behaviors and can trigger both positive and negative behaviors. The behaviors they create, can be conscious ( explicit bias) or unconscious( implicit bias)( Mohan, 2018).

3. [bookmark: _Toc102172306]Google’s beliefs, value systems and attitudes impact on behaviour during the pandemic.
In the workplace beliefs, values and attitudes show up in the way organisations make decisions, who they hire, expectations of their staff and their organisational culture. This shapes the behaviors of leadership and all employees. The behaviours are positive if there is value congruence, meaning the organization and its employees are being guided by the same principles, beliefs and attitudes. Equally, the opposite is also true, when there is value incongruence, it creates discord in behaviour and creates discord in behaviors. 

Google’s Beliefs, Values and Attitudes 

At Google, from the interview stage they are looking for 4 attributes in all their candidates, these are cognitive ability, role related knowledge, leadership and Googleyness. Googleyness refers to bias for action, comfort with ambiguity and a collaborative nature. (Google, 2019). From these we can deduce some of Google organizational beliefs and values. They have an open and collaborative culture, where any staff member can be asked to lead and be lead; this includes open communication between management and staff.(Google, 2019). The organization also values taking fast actions and encourage making mistakes but learning from them, instead of delaying in the analysis stage. For the comfort with ambiguity, Google solves some of the world’s most complex technology problems, Googlers must be comfortable with having uncertainty and taking a course of action. Innovation is the main value that guides Googles products and organizational culture, which encourages a free flow of ideas. 

Positive impact on behaviour during the pandemic


Alphabet Chief Financial Officer Ruth Porat, in an article for CNBC, stated that, Google had seen a drop in productivity following the shift to work from home in 2020. As a result, management was retrained to assist junior level employees, to recover productivity levels. (Elias, 2020). Google increased the frequency of check ins with employees, surveys, and team meetings; and recovered to pre-COVID productivity levels by November, 2020.(Elias, 2020). This an example of the organisation having to apply thinking critically, because Porat, mentions that for a long time Google was the “best of the best”; however, crisis management was a “new muscle” for Google to exercise. (Elias, 2020).  This encouraged leadership to apply crisis management techniques and solve the issue of low productivity, to maintain the high productivity culture it prides itself on.

Throughout the lockdowns, the organization worked on a hybrid work model, as surveys had revealed employees were ready to return to the office, but not every day like pre-lockdown.( Elias, 2020). However, that was pushed back numerous times due to the numerous variants of COVID 19 that surfaced. This is an example of thinking from a different perspective as an organisation, the new work week would be 3 days at work and 2 days at home. According to an article on post- COVID changes in the workplace behaviours and attitudes, “5. People will no longer view flexibility as an amenity, but as a must-have in their jobs going forward.” (Cerutti and Grodoski, 2020). Google took the lead of their employees shift in values and the post-COVID mind set which presents , “…an urgency for the corporate office to adapt or fall behind” (Cerutti and Grodoski, 2020). Despite, the need to adapt, John Casey, Google’s vice president of global benefits in a letter to employees, reiterated that collaborating in the office was important for the hybrid work model, as it was the best option for the products, employees, organizational culture and customers.(De Vynck, 2022). Adaptation did lead to a level of compromise between leadership and the employees, thus creating a value congruence and maintaining job satisfaction for employees. 

Having a collaborative work environment is integral to Googles core, this is seen in CEO Sundar Pichai’s comments about their purchase of a USD $2.1 billion property for the expansion of the New York office space during 2021. The CEO mentioned the company was “reimagining” its spaces and their design to foster collaboration and fun.(Jones, 2021). The pandemic also posed a new challenge for Google, who were renowned as having some of the most collaborative and fun workspaces. The new found awareness of space and the people around us, as well as the high concern for personal safety, will be part of Google’s adaptations to post- COVID 

Negative Impact on behaviour during the pandemic

Although leadership behaviour was good for the most part , there was some incongruence and dissatisfaction from employees. This stemmed from pay cuts following employees relocating during the lockdowns to work from home or move to new office locations.

The employees who moved to new cities with a cheaper cost of living either in office or remote were met with significant pay cuts, despite their roles being the same. This can be seen with the North Carolina employees writing in protest to management, because their pay was below national average; with some employees relocating again in search of a higher salary in other Google city offices.(De Vynck, 2022). However, management believe that they pay fairly based on the location of the employee, and they offer the highest salaries in all the cities they operate in.(De Vynck, 2022). Google’s response, despite employee frustrations, shows how critical thinking in the workplace is essential in decision making, it is about compromise and sometimes, the employees and management must agree to disagree. 

4. [bookmark: _Toc102172307]Management Theories: Elton Mayo’s Human Relations Theory

The Elton Mayo’s human relations theory was developed by Australian psychologist, Professor Elton Mayo from Harvard University. ( Harappa, 2021). Mayo conducted the Hawthorne Experiments, from 1924 to 1932, alongside William Dickson, Fritz Roethlisberger and T.N. Whitehead. The basis of the experiment was to see workers reactions and behaviors when they're being observed. (Gordon, 2022). Mayo’s findings were, employee’s production standards are based on workplace culture, social factors impact output and performance, compensation is not the only motivator, perceived importance of work determines the output ,management and employee communication is essential for problem solving , and groups beliefs and norms are different from those of individual members. (Gordon, 2022). 
Google as an organization largely follows the findings of the human relations theory. As an organization they, emphasise on their workspaces and the idea that working can happen in informal settings, this supports productivity being based on the culture of the organization. However, COVID posed a challenge, with the initial COVID lockdown, there was an immediate reduction in productivity levels of junior staff. Google management  addressed this through training senior staff to better support juniors. Management also increased meetings and check-ins, which facilitated communication that led to recovery to pre- COVID productivity levels.(Elias, 2020).

Another example of Google’s application of the human relations theory, is in their development of a hybrid work model, granting 14,000 employees’ permission to relocate to new cities and/or work remotely full time.(De Vynck, 2022). Google identified that their employees value systems differed and the post COVID workplace would have to be sensitive to their needs.

The pandemic proved that Google could provide context regarding changes during the pandemic and reiterate the importance of their mission vision and objectives through their communications and changes. Also, they collected feedback through pulse surveys, meetings and check ins; And they acted based on the feedback received. Google was attentive to the unique needs of individuals and teams and made changes where possible.

5. [bookmark: _Toc102172308]RED Model
The Red model of critical thinking was created by Pearson. R stands for recognise assumptions, E stands for evaluate arguments and D stands for draw conclusions. (Chartrand, Ishikawa and Flander, 2013). 

I will be applying the RED Model to Google’s decision to allow their employees to relocate at the beginning of the lock downs. I will analyse where Google went wrong.

Starting with R, recognising assumptions. Google assumed that the staff who relocated from the Sillicon Valley offices understood that, working from the other city offices or working from home in other cities, their pay would be readjusted based on the city and cost of living. However, this developed recently with the release of an online calculator that would calculate the salaries for an employee based on their location.

Now, E evaluating the arguments. The executives at Google initially proposed the work from home or relocation options at the start of the pandemic and there was no mention of changes in salary. Employees from their understanding were still operating in the same function as they had operated in at the headquarters in Silicon Valley and were receiving the same pay. They had decided to relocate based on their former salary or other variables. Executives are basing the cuts on a tool, however even technology may be biased. When employees, see the cost of living is similar between San Francisco and Lake Tahoe, but the Lake Tahoe work from home employee from the same office will receive a 25% reduction in salary. (Kaye, 2021). However, the executives have an equal justification, because they are allowing people to choose to commute or be remote within the same city as their office and keep the same salary. Changes will only be made if your office and your residential address are not in the same city. (Kaye,2021).

Finally, D is for drawing conclusions. If the executives had taken this compensation calculations from the beginning, and informed employees who wanted to relocate that they would receive a pay cut, the issue would not have arisen. However, they made an emergency decision given the pandemic and opened relocation as an option, without adjusting pay. Had the management analysed all possible alternatives of how people with different values, would take this sudden change, they could have identified the setbacks. There was no clear critical thinking process applied prior to allowing relocation and this a systemic failure in the organisation. They wanted to please employees in the short term but now there is a bigger issue to address and many dissatisfied employees. 

6. [bookmark: _Toc102172309]Recommendations
I would start by commending Google for adopting a hybrid work model, that still allows for a level of in person collaboration within the workplace. Google chose to consider not only its employees, but also their products, customers and their culture in making their final decision. This is a step-in future proofing their business and keeping their employee’s loyalty, because they are taking heed of survey feedback and applying it. Now more than ever flexibility is a must in the corporate world, following the post COVID mindset  shift and employee changes in behavior and attitudes. 
Some recommendations for Google would be to continue to track and monitor the data on productivity metrics, during the roll out of the hybrid work plan. With this data, they can make comparisons to their pre-lockdown productivity or rather their productivity goals and see if the model is optimizing efficiency. 
7. [bookmark: _Toc102172310]Conclusion

In conclusion, Google’s organizational beliefs value systems and attitudes had a positive impact on the behaviors within the organization. The pandemic presented leadership with a new challenge on how to deal with crisis, after priding itself as being one of the best employers in the world. Lockdowns challenged employees value systems and gave them leverage to negotiate in new work week so. Google was always renowned for their workspaces with a multitude of benefits, but the pandemic has challenged Google to reimagine its spaces and to acquire billion-dollar property expansion in a new city. The employees managed to maintain and even improve productivity levels as a result of the pandemic. Overall Google's pandemic story is one of success, despite the challenges it had to face. Google has future proofed its organization to an extent by creating a hybrid work model to better equipped its workforce with the adaptability skills it needs in case of a future crisis.
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Week 1
During the first week of class, we started off by giving a brief introduction to the class. Following the introduction professor Gregory Cowen introduced himself. And he briefly explained our assessment. We went on to look at a few examples of changing organisations such as, a career advisory service, Atlassian which is a software company and a children's hospital in Canada. The professor then asked us to define in our own words our definition of beliefs, attitudes, values and emotions. I shared an example of emotions, by sharing my experience when I was faced by a complex problem as an analyst, I was advised to go take a walk to clear my mind.

We went on to briefly look at the overview on the evolution of management theories, such as the system theory, contingency theory and chaos theory. We completed an in-class activity when we had to read ‘Chapter 1: What is Critical Thinking?’  of Cottrell’s book on Critical thinking and complete a quiz on developing critical thinking. My score was 38, which meant I was quite comfortable with critical thinking, but I listed that I would like to improve differentiating between correlation and coincidence. 

Week 2

We discussed the definitions of beliefs, values and attitudes,  according to Anderson & Da Silva. We had a class discussion of the differences between the 3 terms. We had a diagram that showed how beliefs influence values and values and beliefs inform our attitudes, behaviors and emotions. Beliefs are what we believe to be true, and values are our guiding principles that inform what we give  importance to. Attitudes are more complex because they encompass our thoughts, emotions, behaviors.  

We discussed the themes of critical thinking and the difference between a civically and economically informed population. We delved deeper into discussing the civically informed population, and we discussed that they would engage in the politics of their country. We discussed an alleged example, of false advertisements on Facebook swaying people to vote in the referendum elections.

We completed a classroom exercise  to read Debbink’s excerpt from the book ‘Think for Yourself’, through the school library. We discussed about chapter 4 which is entitled ‘ Evaluating Evidence’, we looked at the example of social media and the possible arguments we could argue on the subject, we could argue for and the positives or against and the negatives. Professor Gregory also mentioned that we could even argue a balanced argument on the topic of social media. This introduced me to how we apply critical thinking. We then looked at examples of different perspectives people would have regarding social media, from a youtuber, a parent and a teen to name a few. We learned about a slippery slope is when we generalize a specific thing. Appeal to emotion, is when a person manipulates another person’s emotion by making claims that are exaggerated and lack rationality. I found the fallacies quite difficult to understand, as they are new terms for me. However, after I reflected on them


Week 3

During this week I was absent all week, however I reviewed independently the topics covered. I watched the recorded session. The assessment brief was discussed and examples of companies that could be covered were shared by different students. Critical thinking was defined as thinking deeply about your thoughts or a quest for truth. I had a difficult time understanding this aspect of critical thinking because it was different from prior definitions I had come across.  We discussed, employers need for critical thinking skills such as,  in the workplace. What appealed to me Critical thinkers are open- minded and fair in their perspective and have intellectual humility.

During the Friday lesson, I was also absent, but the class was asked to reflect on two  questions. What appeals to them about the concept Critical thinking and what does not appeal to them. My personal reflections are critical thinking appeals to me because it broadens my perspectives on all subject matter beyond my educational background and beliefs and values. What does not appeal to me about critical thinking is the fact that it is time consuming, and it is never ending because more questions arise in the quest for truth. We talked about standards of good reasoning and critical thinking in work life. We delved into the Human relations approach, the illumination studies and the Hawthorne Effect. The conclusions showed that when people were being observed, they were more inclined to change their behaviour. The focus is on the people in the organization and how they are affected by changes. The focus is on the social factors, as the people bring the productivity, products and essentially every business is only as good as its people. 

We looked at the just in time management approach(JIT) and Scanlon approach to human relations theory. There was an in class exercise we had to discuss in groups, what the pros and cons of each approach were. For the JIT a pro is that is has the least amount of waste, as goods are made when ordered, or ordered when they are running low on stock.  A con would be if there is a bulk order and there is low stock. The Scanlon plan has pros such as improved profitability and incentives for employees. 

Week 4

After we reviewed the Scanlon plan and JIT approaches, we looked at slides about the RED model of critical thinking. R stands for recognize assumptions. E stands for evaluate arguments. D stands for draw conclusions. I understood the individual letters of the acronym, but the application of the models was a little bit complicated.  However, after the lesson I took time to review the concept, and I realized it was another method to guide your critical thinking. Once I understood the model, I decided to use it in my assignment and applied to the company Google.The RED model helped me exclude sources and references that I  would not include in my argument for my report.

Week 5
 Learning about bureaucratic management theory and De Bono’s 6 thinking hats was very complicated for me. It felt like a lot of legal jargon. By the end of that week all I could recall, was the list of words I had to look up on the online dictionary. In the future, when faced with a difficult theory, I would rather ask the professor to explain to me outside of class. This probably limited my options of companies I could write about for my report. Week five was my most challenging week. My lack of knowledge of the words led me to check out of the lesson.  Even when I met up with my group, we were all as confused as one another.

Week 6
 Week six felt like a revision of the problem solving and decision-making module from the certification level 4 course. I felt quite confident in my knowledge because of my performance last year in the module. This helped me understand the application of critical thinking skills and decision making. Now I  understand that critical thinking is about knowing when to apply the principles and then being able to re-evaluate. In the future I will use this explanation for critical thinking. 

 I had a good grasp of the contingency  theory because it involved looking at external environmental factors and making business decisions based on the environment. Seeing the PESTLE analysis analysis helped me understand the factors considered in the contingency theory.  As I had selected Google as my company, I quickly identified that I could not apply the contingency theory.

 For the remainder of week six we worked on our assignments. I spent the lesson researching  my organizations beliefs, values and attitudes. These were not easy to find, despite it being a large organization. I had to look up what they look for in interviewees and deduce their values, beliefs and attitudes.  Now I can identify that this was me using an aspect of critical thinking. From the information I found I was able to take what was necessary and  and draw conclusions.

Week 7
Systems theory was a very broad theory to study. Although it has many applications, it fell short to match up with my chosen organization.  It is a very interwoven theory and it comprises many complex parts and their interdependence. While I was learning it I felt confused and could not connect it to an example that I could understand. Week 7 was much like week five with the bureaucratic theory. In the future I would have taken independent time to ask the professor for better understanding.

Week 8
Week eight I found very interesting because it focused on innovation within companies. This aligned with my chosen organization which I finally decided on Google. It opened a lot of questions for me regarding my organization and helped me delve deeper into my research. We discussed the Ted talk video that we had watched mine was based on innovation for future generations.

Week 9
During week 9 we basically discussed sustainability and future proofing as well as the link between beliefs, values and attitudes and how they affect behavior. After a presentation we talked about rebutting arguments. I felt this week was most crucial to writing my assignment because it tied together all components of this module. I felt like I could finally see the bigger picture. After this lesson I was able to write most of my assignment except for the executive summary and the conclusion and gather all necessary references. This was my favorite lesson of the semester because it was concise, yet very detailed.

Week 10
In week 10, the discussion was based on future proofing businesses and what it meant to be sustainable and future proof. In terms of a tech company, especially Google future proofing is more in efficiency having less waste and creating products that assist in the green initiative. When I was learning this, I was not sure how I was going to fit a tech company into the sustainability piece. However, future proofing the business in the case of a future pandemic or other crises; would involve my organization thinking of products that could assist the world in such an event. The context of my organization as it pertains to the pandemic is somewhat of a success story. In the future I might choose an organization that had more adverse effects as a result of the pandemic, to allow me to write more.
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