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Hanoi Hat Company is a South Korean hats and caps production factory. They have a General Manager having Western MBA education, she is a woman and considering the cultural aspects about South Korea it should be a difficult situation to implement a coherent approach to a new HRM strategy. 
Considering Branine, M. point of view South Korean business schools are designed, following US MBA type so the Western HRM orientation strategies are well-known also for the line-managers.
Considering Hofstede-Insight model, soft management approach is suitable because South Korean culture is in the context of long-term orientation and uncertainty avoidance and as a General Manager is necessary to use professional mechanism for consultation, communication and decision making. 
Being a collective and feminine society is an advantage for General Manager. The company employees are responsible so considering Branine M. the employees even the line managers “get a sense of belonging in organisational culture” having generally speaking common goals, responsibility and objectives common with the company strategy.
The line managers are caretakers and advisors for their workers. In this case they try to intermediate and to represent their workers so in the same article referring at strategy changes is: “slow acceptance of change, including doubts and discrimination against women as co-workers and managers, is prevalent in strong masculine organizational cultures”(Jung Ah (Claire) Yun1, Yunsoo Lee2 and Sharon Mastracci3, 2019).
According with Hostede-Insight analysis about South Korea they are characterised as a country that people having long term orientation (100%), uncertainty avoidance (85%) and power distance (60%).
South Korea is also considering Hofstede-Insight a feminine (61%)  and collective (71%). All these characteristics bring the idea for about one soft management approaching.
Hofstede-Insight is showing 60% of power distance, considering this aspect the line managers even they do not agree all the new strategy because they are following the hierarchical rules and they respect the formal authority and seniority after consultations and understanding the new strategical projects the are ready to implement and to accept them.
[bookmark: _GoBack]”Particularly, in the matter of female managers, the gendered culture in Korea may cause greater stress or less satisfaction for employees working with female managers.” ,(Jung Ah (Claire) Yun1, Yunsoo Lee2 and Sharon Mastracci3, 2019), so above all these stereotypes the Korean company is following collective and company success and progress. The line managers are following all the steps considering communication and they want to be called to understand the roles for new HR strategies, to be part of the decision-making process but never forgetting about their paternalistic role for the workers. The line managers and General manager as well are also focussed on the employees and other hierarchy level for the optimum feedback and satisfaction.
The “Best Fit” strategy is the general manager responsibility but they need to take in consideration an open dialogue with the line-managers explaining to them the importance and future value for the business considering the new HR resources strategies involved (long-term expectation and orientation).
In conclusion the soft management approach is the best solution supported by a coherent and well-planned strategy called “Best Fit” strategy relative with South Korean culture, business future and economical objectives. The General Managers can motivate more by using other 2 ways:
1. Branine, M. (2012) Bonuses could be 30% of the yearly wage and the salaries are at the statutory minimum wage.
2. Pilbream and Corbridge (2010) Rewards strategy covers all forms of financial and non-financial payment.
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