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1. Introduction 
     The academic report on the workplace culture in the context of Google is aimed at providing a comprehensive understanding of how Google's organizational environment and external factors have influenced its culture. The report delves into various aspects, including the impact of environmental factors, the organizational environment, external influences using frameworks like PESTLE and Porter's Five Forces, key ethical elements in the culture, ethical dilemmas, barriers to effective functioning, and recommendations for improvement using frameworks like Beer's model. Google's workplace culture is renowned for its innovation, informality, and employee-centric approach. This culture has evolved over time, responding to both internal and external influences. The report will explore how external factors, including political, economic, social, technological, legal, and environmental aspects, have shaped Google's culture, emphasizing its adaptability and compliance with regulatory frameworks. Ethical considerations are a critical component of Google's culture, and the report will discuss key elements of ethical culture using academic models like Schein's, McKinsey 7S, and Kotler's 8-step plan. It will also highlight one prominent ethical dilemma affecting Google's culture, such as the balance between profitability and ethical responsibility. The report will then analyse the barriers to the effective functioning of Google's culture, including challenges in managing innovation at scale, preserving a sense of community, and navigating ethical complexities. Recommendations will be provided to address these barriers, focusing on enhancing transparency, fostering responsible in-novation, and promoting diversity and inclusion.  Throughout the report Beer's model will be employed to support the recommendations and illustrate how they can positively impact organizational efficiency. By the end of the report, readers should have a deep understanding of Google's workplace culture, the environmental factors influencing it, ethical considerations, and practical steps for enhancing and sustaining a dynamic and adaptive culture in the future.
2. Discussion
2.1.1 Using your knowledge of the organisational environment, critically assess the impact of the environmental factors on the culture of the chosen organisation. 
    Google, one of the world's most influential technology companies, has been shaped significantly by various environmental factors that have had a profound impact on its organizational culture. These factors include economic, social, technological, and legal influences, which have contributed to both positive and negative aspects of Google's culture.
‘’An organisation's environment restricts what action it can take, what structures and processes it can establish to accomplish that action, and what outcomes that action can produce.’’ Sheaff, R., Schofield, J., Mannion, R., Dowling, B., Marshall, M. and McNally, R., 2003.
· Economic factors have played a crucial role in Google's culture. The company's re-markable financial success has allowed it to promote a culture of innovation and risk-taking. Employees are encouraged to explore new ideas and projects, and the company invests heavily in research and development.
· Social factors have also left their mark on Google's culture. The company's commitment to diversity and inclusion has shaped a more inclusive culture, where employees from diverse backgrounds are encouraged to contribute their unique perspectives. However, Google has faced internal and external pressure to address issues related to workplace diversity, such as gender and racial disparities, which has at times strained its culture.
· Technological factors are central to Google's culture. The company is at the forefront of innovation in the tech industry, and this emphasis on cutting-edge technology has created a culture of excellence and constant learning. 
· Legal factors, including government regulations and antitrust concerns, have affected Google's culture. Legal challenges have required the company to adapt and change its practices, which can create a sense of uncertainty and unease among employees. 
       2.1.2 Identify and discuss the organisational environment and critically assess the impact of the environmental factors on the culture of the chosen organisation. 
‘’Factors such as electricity, competition, technology, infrastructural facilities, capital, government policies, organisational policies, financial credits, fraudulent practices were found to show a direct significance in their relationship effect while inflation, raw materials and government politics were found to indicate indirect significance in their relationship effect. It is however crystal clear that all these factors identified were found to be challenges to the survival and growth of business organisations in the manufacturing organisations and where adequate attentions are not paid to these factors, it would definitely impede the survival of the business organisations thus making the growth impossible and where it is possible to be at snail pace’’ Oginni, B.O. and Adesanya, A.S., 2013. 
    The organizational environment of Google is characterized by several key factors that significantly influence its culture:
· Industry Dynamics: Google operates in the technology and digital services industry, which is characterized by rapid technological advancements and intense competition. The industry's dynamic nature has a profound impact on Google's culture. The company places a strong emphasis on innovation, fostering a culture that encourages employees to think creatively and adapt to emerging technologies. Google's famous "20% time" policy allows employees to dedicate a portion of their work hours to personal projects, promoting innovation and learning.
· Competitive Landscape: In this highly competitive industry, Google competes with major tech giants like Apple, Microsoft, and Amazon. The competitive landscape shapes Google's culture by instilling a strong focus on excellence and results. Employees are encouraged to strive for excellence, and the company's hiring process, emphasizing attributes like a passion for technology, contributes to this culture of high performance.
· Legal and Regulatory Framework: The technology industry is subject to complex legal and regulatory environments, including concerns related to data privacy, antitrust issues, and intellectual property. Google's culture places a strong emphasis on compliance and ethical practices to navigate these challenges. It actively invests in legal and compliance teams and encourages employees to adhere to legal and ethical standards.
· Societal Values and Norms: Google's organizational culture is deeply influenced by societal values and norms. The company has faced internal and external criticism on issues such as diversity, equity, and inclusion (DEI), and ethical concerns related to projects like Project Maven and Dragonfly. This has led to a culture that encourages open dialogue, transparency, and responsiveness to societal expectations. Google is actively working to address DEI concerns and align with contemporary values.
· Global Context: As a global multinational corporation, Google operates in diverse cultural and regulatory contexts. This necessitates a culture of diversity and cultural sensitivity. The company promotes diversity and inclusion to better serve its global user base and cultivate a culture that embraces various perspectives.
  2.1.3 Discuss the external factors that are influencing company work culture by using an academic framework such as PESTLE, Porters 5 forces. 
    To analyse the external factors influencing a company's work culture, frameworks like PESTLE (Political, Economic, Social, Technological, Legal, and Environmental) and Porter's Five Forces can provide a structured assessment. Let's apply these frameworks to understand how external factors impact a company's work culture.
· PESTLE Analysis:
‘’PESTLE is a strategic planning tool used to evaluate the impact of political, economic, social, technological, environmental and legal factors might have on a project. It involves an organization considering the external environment before starting a project. It is a good way of ensuring one has captured all potential risks and issues.’’ Rastogi, N.I.T.A.N.K. and Trivedi, M.K., 2016. 
· Political Factors: Government policies, regulations, and political stability can affect a company's culture. For example, political pressure for diversity and inclusion initiatives may influence the work culture by promoting a more inclusive environment.
· Economic Factors: Economic conditions like inflation, unemployment, and economic growth can impact a company's financial health. A stable and growing economy may lead to a culture of financial security and job satisfaction.
· Social Factors: Societal trends, demographics, and cultural values play a significant role. A socially conscious society may drive a culture of corporate social responsibility, while generational differences can affect communication and collaboration.
· Technological Factors: Rapid technological advancements can promote a culture of innovation, learning, and adaptability. Companies may promote a tech-savvy work culture to stay competitive.
· Legal Factors: Laws and regulations, such as labour laws, intellectual property rights, and data privacy, can shape the culture by emphasizing compliance and ethics.
· Environmental Factors: Concerns related to environmental sustainability can lead to a culture of eco-consciousness and corporate responsibility, influencing how a company operates.
· Porter's Five Forces:
        ‘’Porter’s five forces framework (rivalry existing competitors, threat of new entrants, 
power of suppliers and buyers, substitute products and services) is based on the 
perception that an organizational strategy should encounter the opportunities and 
threats in the organization’s external setting. A competitive strategy should 
rest on an understanding of industry structures and the way they change.’’ Bruijl, D.G.H.T., 2018. 
· Threat of New Entrants: If new competitors can easily enter the market, it may lead to a culture of competitiveness and a drive for continuous improvement to maintain market share.
· Bargaining Power of Suppliers: Suppliers' influence on a company can affect the culture. For instance, if suppliers have significant power, cost-consciousness may become a cultural trait.
· Bargaining Power of Buyers: When customers have strong bargaining power, a culture focused on customer satisfaction, quality, and responsiveness can emerge.
· Threat of Substitutes: The availability of substitutes can affect a company's culture by emphasizing innovation and differentiation to stay ahead of potential alternatives.
· Rivalry among Competitors: Intense competition can promote a culture of aggressiveness, continuous improvement, and a strong focus on performance.
      2.2.1 Discuss the key ethical elements in an organisational culture and how it can be promoted among employees, using an academic framework such as Schein (1996), McKinsey 7s, Kotler’s 8 step plan etc. 
   ‘’Organizational culture is a system of shared traditions, values, and beliefs, which have a great effect on how people behave in organizations.’’ Hattangadi, V., 2017. 
      Organizational culture plays a pivotal role in shaping the ethical behaviour of employees within a company. This essay will explore the key ethical elements in an organizational culture and discuss how they can be promoted among employees using academic frameworks such as Schein's (1996) organizational culture model, McKinsey 7S framework, and Kotter's 8-step plan for change management.
· Schein's (1996) Organizational Culture Model:
‘’Edgar Schein's model of organizational culture was originated in the 1980. He identified three distinct levels in organizational cultures: artifacts and behaviours, espoused values and assumptions.’’ Hattangadi, V., 2017. 
· Artifacts: Visible manifestations of culture, including symbols, rituals, and stories. To promote ethical behaviour, organizations can create symbols like an ethics hotline or public recognition of ethical actions to highlight their commitment to ethics.
· Espoused Values: The beliefs and ideals that the organization claims to follow. Organizations should clearly articulate their ethical values, develop a code of conduct, and ensure leaders embody these values through their actions.
· Basic Assumptions: Values and beliefs that guide behaviour. Promoting ethical behaviour involves aligning these assumptions with ethical principles and promoting a climate where employees feel safe to report ethical concerns without fear of retaliation.
· McKinsey 7S Framework:
‘’McKinsey’s 7S framework is a model for analysing organizations and their effectiveness. It looks at the seven key elements that make organizations successful: strategy, structure, systems, shared values, style, staff and skills.’’ Singh, A., 2013. 
· Strategy: Ethical organizations should include ethical considerations in their strategic planning, ensuring that ethical principles are integrated into business decisions and objectives.
· Structure: The organizational structure should support ethics, including having a designated ethics officer or committee responsible for ethical oversight.
· Systems: Implement systems and processes that promote ethical behaviour, such as ethics training, whistleblower protection, and transparent reporting mechanisms.
· Style: Leadership style should be consistent with ethical values. Leaders should lead by example and demonstrate a commitment to ethics in their decisions and actions.
· Staff: Hiring, promoting, and retaining employees who align with the organization's ethical values is essential. Ethical behaviour should be part of the hiring and evaluation process.
· Shared Values: Clearly communicate and promote shared ethical values within the organization, emphasizing the importance of ethics in decision-making and operations.
· Skills: Provide employees with the necessary skills and knowledge to make ethical decisions. Offer training on ethical dilemmas and encourage ongoing ethical education.
· Kotter's 8-Step Plan for Change Management:
‘’Kotter’s change management model (KCMM) is an 8-step method for implementing change that can be applied to educational initiatives.’’ Haas, M.R., Munzer, B.W., Santen, S.A., Hopson, L.R., Haas, N.L., Overbeek, D., Peterson, W.J., Cranford, J.A. and Huang, R.D., 2020. 
· Create a Sense of Urgency: Highlight the importance of ethics and the risks of unethical behaviour within the organization.
· Build a Guiding Coalition: Form a group of leaders dedicated to championing and promoting ethical values throughout the organization.
· Develop a Vision and Strategy: Define a clear vision for the desired ethical culture and develop a strategy for achieving it.
· Communicate the Vision: Consistently communicate the importance of ethics and the desired culture to all employees.
· Empower Broad-Based Action: Encourage all employees to contribute to the ethical culture by providing them with the tools, resources, and authority to make ethical decisions.
· Generate Short-Term Wins: Celebrate and reward ethical behaviour to create momentum and reinforce the importance of ethics.
· Consolidate Gains: Institutionalize ethical practices and integrate them into the organization's standard procedures and policies.
· Anchor New Approaches in the Culture: Ensure that ethical culture becomes a lasting part of the organization's DNA by continually promoting and reinforcing ethical values.
‘’Ethical culture was important to behavioural, strategic and process innovativeness. Within the ethical culture of an organisation, the dimension of the congruency of management in particular had an important role in organisational innovativeness.’’ Riivari, E., Lämsä, A.M., Kujala, J. and Heiskanen, E., 2012. 
        2.2.2 Discuss in detail, one ethical dilemma likely to influence the culture of the organisation. 
     One ethical dilemma that can significantly influence the culture of an organization is the tension between profit maximization and social responsibility. This dilemma arises when a company faces the choice between prioritizing financial gains for shareholders and stakeholders and fulfilling its moral obligations towards society and the environment. How a company navigates this dilemma can have a profound impact on its organizational culture.
‘’An ethical dilemma is a situation of making a choice between two or more alternatives. An agent is in unpleasant and difficult situation because he/she often needs to make a choice between ethical and unethical alternatives, and when it comes to the ethical alternatives, he/she should choose the best one.’’  Figar, N. and Đorđević, B., 2016. 
· Impact on Organizational Culture:
· Values and Priorities: The approach a company takes in resolving this dilemma reflects its core values and priorities. If a company consistently prioritizes profit at the expense of social responsibility, it may cultivate a culture that values financial success over ethical considerations.
· Employee Morale: The way a company handles this ethical dilemma can affect employee morale. If employees perceive that profit is consistently prioritized over ethical concerns, they may become disillusioned and less engaged, leading to a negative cultural shift.
· Reputation and Trust: Ethical dilemmas related to social responsibility can significantly impact a company's reputation and level of trust among customers, partners, and the public. A culture that emphasizes profit at the cost of social responsibility may erode trust and harm the company's long-term sustainability.
· Innovation and Adaptability: A strong ethical culture can encourage innovation and adaptability. Companies that find ways to balance profit and social responsibility often create a culture that encourages employees to think creatively about sustainable practices and solutions.
· Resolution Strategies:
· Shared Values: Organizations can promote a culture of ethical decision-making by clearly communicating and embedding ethical values into their mission statements and guiding principles.
· Transparency: Being transparent about decision-making processes related to profit and social responsibility can help maintain trust. Employees and stakeholders should understand how ethical dilemmas are ad-dressed.
· Stakeholder Engagement: Engaging with various stakeholders, including employees, customers, and communities, can provide valuable perspectives and input when facing ethical dilemmas. This engagement can help strike a balance between profit and social responsibility.
· Long-Term Perspective: Encouraging a long-term perspective over short-term gains can create a culture that values sustainability and social responsibility. This may involve incentivizing executives and employees to prioritize long-term outcomes.
         2.3.1 Explain the barriers to the effective functioning of the organisation’s culture, provide relevant recommendations that may enhance your organisation’s workplace culture in the future, and clearly indicate how the recommendations will positively impact organisational efficiency. 
     Organizational culture is a crucial aspect of any company, shaping the behaviour and values of its employees. In the context of Google, its corporate culture has long been admired for fostering innovation, collaboration, and employee well-being. However, like any organization, Google faces barriers that can hinder the effective functioning of its culture. 
Barriers to Google's Effective Workplace Culture:
· Rapid Growth and Bureaucracy: 
Google's exponential growth has led to increased layers of bureaucracy, which can stifle creativity and innovation. Employees might feel less connected to the company's mission in a large, bureaucratic structure.
Recommendation: Streamline decision-making processes and encourage more agile teams. This will empower employees, reduce bureaucracy, and promote a sense of ownership, ultimately boosting innovation and efficiency.
· Diversity and Inclusion Challenges: 
While Google has made strides in promoting diversity and inclusion, there are still barriers to developing a truly inclusive culture. Unconscious biases and a lack of diversity in leadership roles can hinder the company's ability to fully embrace diversity.
Recommendation: Implement diversity training, mentorship programs, and inclusive hiring practices to create a more diverse workforce. 
· Remote Work and Work-Life Balance: 
The shift to remote work can blur boundaries between personal and professional life, leading to employee burnout and decreased well-being.
Recommendation: Promote flexible work arrangements, encourage clear work-life boundaries, and provide resources for employees to manage their well-being. A balanced workforce is a more productive one.
· Silos and Lack of Cross-Functional Collaboration:
 Large organizations like Google can suffer from siloed departments, which can hinder collaboration and the free flow of information.
Recommendation: Encourage cross-functional collaboration through regular cross-departmental meetings, shared goals, and tools that promote information sharing. This will enhance efficiency and break down silos.
· Inadequate Feedback and Recognition: 
Employees may feel that their contributions are not adequately recognized or appreciated, which can lead to disengagement and lower morale.
Recommendation: Establish robust feedback mechanisms, recognition programs, and a culture of appreciation. Employees who feel valued are more motivated and efficient.
· Evolving Employee Expectations: 
The needs and expectations of employees are evolving, especially among younger generations. Google needs to adapt to attract and retain top talent.
Recommendation: Regularly assess and adjust benefits, work policies, and employee development programs to align with current expectations. Satisfied employees are more committed and productive.
How Recommendations Enhance Organizational Efficiency:
· Streamlined decision-making and agile teams will accelerate product development, allowing Google to remain innovative in the rapidly changing tech landscape.
· A diverse and inclusive culture will lead to a more comprehensive understanding of global markets, better serving diverse customer bases, and driving revenue growth.
· Promoting work-life balance will result in less burnout and turnover, reducing the costs associated with recruiting and training new employees.
· Enhanced collaboration will lead to improved problem-solving and faster response times in a dynamic industry.
· Recognition and feedback will boost employee motivation and engagement, increasing productivity and the quality of work.
· Adaptation to evolving employee expectations will help Google attract and retain top talent, ensuring continued growth and success.
         2.3.2 Discuss the key barriers and how this can be improved – provide recommendations.  
      Beer's model offers a valuable framework for analysing and improving organizational culture. This model emphasizes six key components that influence culture: strategic alignment, external adaptation, employee commitment, organizational integrity, shared responsibility, and managerial competence. We will examine how these components relate to barriers in the organization's culture and provide recommendations for positive impact.
 Key Barriers to Google's Organizational Culture:
· Strategic Alignment:
Barrier: As Google has grown, maintaining a cohesive vision and strategy can be challenging. Discrepancies in understanding the organization's purpose and strategic direction can lead to confusion and misalignment.
Recommendation: Regularly communicate and reinforce the organization's mission and strategy throughout all levels. Ensure all employees understand their role in achieving these goals. 
· External Adaptation:
Barrier: The tech industry is highly dynamic, and Google needs to adapt rapidly to external changes. Bureaucracy and rigid processes can hinder the organization's ability to respond effectively to market shifts.
Recommendation: Promote a culture of agility and innovation by promoting cross-functional teams and encouraging experimentation. This will enhance Google's ability to adapt swiftly and stay competitive in a fast-paced industry.
· Employee Commitment:
Barrier: Ensuring employee commitment in a large organization like Google can be challenging. Employees may feel detached from the company's values and mission.
Recommendation: Implement employee engagement initiatives, such as mentorship programs and regular feedback sessions. This will help employees feel more connected to the organization, leading to increased commitment and productivity.
· Organizational Integrity:
Barrier: Any deviations from the company's stated values or ethical principles can erode trust and weaken the culture.
Recommendation: Establish clear codes of ethics and values, and ensure they are upheld at all levels. Transparency and accountability in decision-making will uphold organizational integrity and create trust.
· Shared Responsibility:
Barrier: Siloed departments and lack of cross-functional collaboration can hinder collective responsibility and teamwork.
Recommendation: Create opportunities for cross-functional collaboration, establish shared goals, and encourage a sense of interdependence among departments. 
Positive Impact of Recommendations:
· Strategic Alignment: By ensuring a shared understanding of Google's mission and strategy, employees will be more motivated and work towards common goals, leading to increased efficiency.
· External Adaptation: An agile culture will enable Google to adapt to external changes rapidly, leading to quicker product development and staying ahead in the dynamic tech industry.
· Employee Commitment: Engaged employees are more productive, and their commitment leads to lower turnover, reducing the costs associated with recruitment and training.
· Organizational Integrity: Upholding ethical standards and values builds trust and a strong culture, which, in turn, leads to more efficient collaboration and decision-making.
· Shared Responsibility: Improved cross-functional collaboration will result in faster problem-solving and innovation, increasing efficiency in operations.
3. Conclusion  
The report on Google's workplace culture reveals several key insights:
· Background of Google's Workplace Culture: Google has a renowned culture characterized by informality, innovation, and employee-centricity. It evolved from its startup days with policies like "20% time" for personal projects to a more structured and compliant environment as the company grew.
· Impact of Environmental Factors: The organizational environment and external factors have significantly impacted Google's culture. Rapid growth and competition forced the company to adapt and implement more structured pro-cesses.
· PESTLE and Porter's Five Forces Analysis: The report employs PESTLE and Porter's Five Forces frameworks to assess external influences. These frameworks highlight political, economic, social, technological, legal, and environ-mental aspects, as well as competition, supplier power, and other industry forces affecting Google's culture.
· Key Ethical Elements: Ethical elements in Google's culture are analysed using academic models such as Schein's, McKinsey 7S, and Kotler's 8-step plan. The report emphasizes Google's shift towards responsible AI development and ethical business practices.
· Ethical Dilemma: The report details one critical ethical dilemma facing Google, focusing on the challenge of balancing profitability with societal responsibilities. This dilemma influences decision-making and the company's ethical culture.
· Barriers to Effective Functioning: Barriers to Google's culture include managing innovation at scale, maintaining a sense of community, and navigating ethical complexities. These obstacles impact organizational efficiency.
· Recommendations for Improvement: The report provides recommendations to address these barriers. Key suggestions include enhancing transparency, and promoting diversity and inclusion. Beer's model is used to support these recommendations.
· Positive Impact on Efficiency: The recommendations are designed to positively impact organizational efficiency. Enhanced transparency can improve decision-making, fostering responsible innovation can ensure long-term sustainability, and promoting diversity and inclusion can lead to a more inclusive and innovative work environment.
    In summary, the report highlights the evolution of Google's workplace culture, the im-pact of environmental factors, the role of ethical considerations, and the barriers faced. It provides actionable recommendations, grounded in academic frameworks, to enhance Google's culture for the future. 
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