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Abstract
Innovation is significant in any organization. Much so in an organization, that deals with internet-related products and services. This paper will analyze the flat and flexible technocratic culture that Google practices in its work environment. This paper will go through the advantages and disadvantages of this system. It will also look into how the culture influences the employees it attracts and retains. The article will also go through the challenges faced by having dissimilar controls and structures for the company’s creative side and other departments.
















Innovation at Google
Introduction
Google is an LLC tech company dealing with internet-related services. According to Vise (2007), Google is the brainchild of Sergey Brin and Larry Page, and it started in 1998. In the beginning, google only offered its internet search services via its search engine, Google Search, but over the years, Google has grown. This growth led to the inception of new products and partnerships to offer a variety of new innovative services to bypass its rivals. Other services provided by google include, firstly, its emailing services, Gmail, that allows the creation and sharing of electronic letters via the internet. Gmail has established itself as a premier emailing service preferred by many. Another service offered by Google is navigation via Google Maps. The navigation service has eased commutes to both known and unknown places, and it has a near-perfect accuracy at predicting traffic and choosing the most convenient routes. All these new and cutting-edge products and services are all as a result of Google's different approach to the hierarchy at its workplace. 
Advantages and Disadvantages of its Work Culture
A technocracy refers to a mode of governance where decision-makers are chosen based on their expertise in a field. The google administration does not believe in bureaucracy as it cut down on the informal ties between the administration and its employees. These friendly ties are the ones that build positive relations between an administration and its workers, and it pushes them to be creative and innovative as the channels of communication are open and every idea and input matters. Google practices a flexible and flat technocratic system where all employees are equals, and anyone who is of a higher position is there because of his skills and quality of ideas. The method of management Google practices are non-conventional, and it has advantages and disadvantages.
Advantages
One advantage of the technocratic work culture practised by google is that it encourages its employees to be creative and innovative. Google allows its employees to work on personal projects, and this will enable them to manifest their ideas and find ways of making them work if the original plan did not succeed. The open communication channels also boost creativity and innovativeness as it allows the employees to come together and collaborate on an idea, with input from multiple peers. Another advantage is there is no work burden or occupational fatigue as the working environment fosters informal communication and collaboration. The working environment boosts collaboration, allowing employees to come together and help each other on a project or offer their opinion on something a fellow employee is working on and needs help. Another advantage is that it fosters the creation of new and unique products and services. The collaboration between employees leads to the innovation of products and services that cannot be imitated by its rivals. Collaboration and innovation are what keep Google ahead of its competitors. Another advantage is that it fosters healthy competition among employees as each one strives to come up with something new and unique and hence progress the future of the company.
Disadvantages
One disadvantage of the flat technocratic system is that it is challenging to coordinate the employees. The lack of coordination poses the risk of reinvention of the same product as employees are working on different projects at the same time and because of the competition created between them, they strive to keep their projects a secret from each other. Another disadvantage is that the lack of a definitive hierarchy may lead to mistrust and jealousy among the employees. One might not understand why another employee receives some certain benefits when he does more work than the one who is getting more benefits. Another disadvantage might be the low productivity of the employees. Because of the lack of a definitive hierarchal system, some employees might misuse the freedom that they receive and might not do anything constructive as no one holds him/her accountable. 
How its Culture Influences the Employees it Attracts and Retains
Google’s work ethos provides a scope of learning, sharing, experimenting, innovating and competing with likeminded people. Its work culture attracts very ambitious and high performing individuals. Google has invested in providing a work culture that is conducive and beneficial for all of its employees while still maintaining a high attraction quality from the rest of its major competitors. The company’s culture, therefore, is central to its human resource functions (Gleeson, 2017). Its head of People Operations, Laszlo Bock, is responsible for the happiness of Google’s employees by incorporating science and human resources (Bulygo, 2013). Google attracts five applications every minute, and because of this, they need to find ways of hiring extraordinary people. This process begins with the interview. Interviewees answer analytical questions that serve to filter out and retain the best-qualified people.
Google also makes use of the acquihiring method to get its workforce. Acquihiring is a process where an organization buys another company solely for its workforce and not because of the products or services it provides. Google also provides some perks to its employees which helps it retain its productive workforce. One of the perks offered at Google is free organic and chef-prepared meals (Tran, 2017). The People Operations division seeks to maximise on the opportunity at mealtimes to help its workforce be as productive as possible (Duhigg, 2016). They achieve this by making their waiting lines at mealtimes no longer or shorter than about four minutes long. The four minutes provides an optimal amount of time to allow employees to meet new people on the lines and help build good relations. Another way in which they utilize meal times to improve the productivity of their workforce is by making long lunch tables to encourage conversation between employees.
Another perk offered at Google is paid time off for new mothers. Statistics gathered by the People Operations team showed that female employees left the company at twice the rate, especially with new mothers. They remedied this situation by offering full paid time off of five months from the original twelve-week plan, with the option to divide that time at their convenience. The new plan for new mothers reduced turnover rates by 50 per cent. Another perk at the company that boost the performance of new employees by 15 per cent was a personalised welcome from the managers. Other benefits offered at Google are free gym facilities, death benefits, game rooms, and free health and dental benefits. All these have contributed to the hiring and retention of employees at Google.
Challenges in having Different Structure and Controls
One problem of having different structures for different parts of an organization is it causes departmental conflict. Different staff from various departments of the company might form a rivalry with each other as they may assume one department has more benefits than the other. Another challenge is that it might cause jealousy between the staff of the different departments and they may avoid associating with each other, and this may adversely affect productivity. Another challenge is that it might reduce productivity in the creative department as they have free will and no one to follow after them and hold them accountable to how they spend their time. Another challenge is the lack of effective communication between the different departments. 
Effective communication between department aids in the smooth operation of the organization and helps it to attain its set goals. Lack of effective communication leads to a miscommunication between departments, and this derails the company from achieving targets, and the departments are unable to meet deadlines. Another effect of having different working cultures between the creative department and other departments is that staff members of the other departments may feel discriminated against and this will affect their loyalty towards the company as a whole and might lead to high turnover from the other departments. Another challenge might be to the managers to maintain good relations and trust between employees of the creative department and other sectors of the company and not allow frustrations among the different departments to affect the organization's productivity.
I'm afraid I have to disagree with the idea.  I feel that this structure is more strategic than as a result of financial slack created by the company’s success. Google’s HR department, Peoples Operations, has focused all its attention on improving the working conditions of its workforce to help them be as efficient as possible in undertaking their responsibilities. Even without the financial slack, I still believe that Google would be able to allocate the 20 per cent time off to its employees to work on their projects even if they had close competitors. It is because of their employees that they have the financial slack in the first place.
Conclusion
Google is a leading and successful company in the US. Googles success is because of its flat and flexible technocratic work culture. The success of google allows it some financial freedom, and it gives employees 20 per cent of their time to work on their projects. The flat and flexible technocracy is a mode of management where employees are equal and receive responsibilities based on their skill level. The Peoples Operations department at Google strives to find new and innovative ways of increasing the productivity of its workforce. One way of doing this is by increasing maternity leave for new mothers from twelve weeks to five months with full pay and benefits. This added benefit reduced the female turnover rates by 50 per cent. Another way of increasing productivity is by offering free organic chef-prepared meals and snacks and also offering other benefits like free health and dental. Google has invested so much into its workforce to improve its efficiency and increase productivity. A personalised welcome from a manager improves that employee's productivity by fifteen per cent. 
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