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[bookmark: _Toc29564591]SUPPORTING STATEMENT FOR ACE HRM APPROACH

In support of the Ace HRM presentation below is a supporting statement of our approach to HRM and bringing value to the Hanoi Hats organisation. As a specialist team looking at the work setting, we decided to take a soft approach to HR even though it is not culturally an easy fit.
In accordance to (Jiang & Lepak, 2012) it has been found that using the soft approach to HR systems where skill development, motivation enhancement and opportunity-improvements are important to HR practices; this gives a positive effect on human capital. It also has a positive result in terms of financial and operational outcomes.
Herbert Heidi Gardner found that customer loyalty and higher margins are achieved by firms with more cross-border collaboration. It has been found that people can be educated within their company to understand and interact with groups of differing skills helping create a better working environment with colleagues who think differently.
To see and communicate with expert groups and to work better with colleagues who think differently from them
This is not easy to achieve as people have always wrestled to understand and connect to people different to themselves. That is why ACE HRM provide practise training and support that facilitates a successful working system. Ace HRM are experienced in dealing with partnerships that cover multi-sectoral roles and across sectors; they work as cultural brokers that provide cross boundary consultancy by acting as a bridge between the parties involved (Casciaro, et al., 2019).
[bookmark: _Hlk29559517]Samsung is a great example of how the soft approach works. Samsung have focused on developing its staff resource optimisation and merit based HRM systems in order to have a leaner, more agile company. This was achieved by embracing merit focused HRM methods that the younger generation of workers now commonly embraces. In addition, they have been reforms in the employment laws, social security and academic practises, as well as incorporating merit based HRM strategies into the non-commercial sector.
For example, seniority was an important factor in establishing the rate of salary and an annual increase for South Korean companies. Nevertheless, this process had to challenge because it did not reflect the employees or company performance. The organisation shifted to a system founded on a result driven system with Yeon-bong je (Korean merit pay) and team motivation technique like profit-sharing (Lee & Kim, 2006). At the end of 2013 the Supreme Court ruled that bonuses should be included in the scope of original wages if paid on a regular basis (Mercer, 2015).
This included transparent interaction, speedy replies to employee feedback, rewards built on performance assessments, ongoing efforts to deliver an unbiased HRM system that creates an environment without any discrimination towards blue-collar workers or women and an organisation that provides a great work life balance.  (Pucik & Lim, 2001).
[bookmark: _Toc29564592]CONCLUSION
In support of the culture ACE HRM are willing to act as consultants and provide training to members of staff within the Hanoi Hats organisation to take the lead on the changes. This way the employees would feel much more comfortable and help gain the buy-in of the organisation.
Thus, a soft approach to HRM would be the best way forward both for the employees and the Hanoi Hats organisation working together conducting cross boundary work.
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