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How to survive in a competitive business arena? As far as I know from what we named primitive ages to nowadays digital age and complex environment, it has been involved many human evolutions. We keep trying to identify something and somewhere in the past working experiences to meet the current needs as well as preparing for future. In the last 50 years, we had gone through at least one of these eras, Industrial Revolution, World Wars and WTO etc. Some people around the world are creating and exploring new living standards and technologies, some of us have been enjoying and/or suffering the processes and results of changes, some are trying hard to adopt it for immediate survive and/or long term sustainable growth and developments. 
Changes could be one of the important and fundamental driving forces for survival through various means such as self-initiation or competition. In a business environment, it may refer to business revolutions such as globalization.
However, globalization can create new opportunities for enterprises but also increase organizational complexity. Human Resources Management (HRM) comes in different national styles for globalized organizations but none of these ‘is free from pressure to change’ (Edwards and Rees 2006, p293). Globalization may drive a process of convergence of HR practices, so what is considered normal or accepted practice in HRM would vary across national boundaries.
With a limited literature review study of various combinations of international and cross-cultural literatures, I have a similar view as Zheng & Lamond (2008) that the influence of contemporary Chinese people management practices which I have come across in the global arena may come to be seen as similar to other Asia countries but not exactly the western one. Even though China has claimed to have had personnel administrative systems long before the introduction of the western concept of HRM (Zhu C & Dowling 1994), it is interesting to know that how successfully the western concept of HRM could be transferred to China, in particular via international joint ventures or independent foreign firms.
The HRM practice of high-performance and high-commitment is one of those well-developed concepts and has been explored in the field of HRM for some time in western countries (Boudreau & Ramstad 2007). In this report, I would like to study this HRM practice whether it would be a valued-added and an effective HRM function in contributing to organisational performance of a globalized company, McDonald’s in this case study in relation to an unethical scandal in China.
An unethical scandal case in China was picked for this study as this case involved a globalized food supply company, Shanghai Husi Food whose parent is the US based OSI Group which was a key supplier to McDonald’s internationally before the scandal over its repacking of out-of-date meat products broken out in July 2014.
Maintaining an ethical climate is always challenging but it is especially complex for organization with international activities. I would like to take this case to highlight the difficulty in ensuring quality and safety along the supply chain in China. More importantly, this incident to highlight the issue of McDonald’s sitting at the head quarter in US like other foreign investment companies face enforcing with the globalized local management and staff as well as the business ethical issues in China. Would western HRM an appropriate practice to address the ethical issues on top of the profitability concerns of these globalized MNC companies?
Back to the HRM, one of the important characteristic of globalized companies and their HR practices, especially in China is that there is a strong country of origin effect in areas such as ethical perceptions and cultural differences that I focus in this report. MNCs are likely tap into the HR practices of their countries of operation besides their original one from their head quarter office. HR practices that are transferred across countries are adjusted when they are implemented into their new settings in the local countries, China in this case.






[bookmark: _Toc4363444]2. McDonald’s Case: Food Supply Scandal in China

[bookmark: _Toc4363445]Company Backgrounds
McDonald's is one of the biggest chains of fast food restaurant in the world, serving about 69 million customers every day (McDonald’s Newsroom, 2019). McDonald’s has set up a prominent brand image with its food, contemporary infrastructure, quality administration, high quality of service, cleanliness, and high level of client satisfaction. And these components have empowered McDonald’s to accomplish a novel position in the market and have given them a competitive lead over all of its rivals. In numerous nations, McDonald's represents a sort of American lifestyle. In 1940, McDonald siblings (Dock and Mac) opened a small fast-food restaurant in the United States which offered a limited menu (Hamburg and beverage) which allowed them to concentrate on quality and quick service. In 1955, a man called RayKroc was keen on this fast-food restaurant and purchased the patent from McDonald siblings. (Aboutmcdonalds.com, 2018) 
McDonald’s started its adventure in China by opening its first restaurant on October 8th, 1990, in Shenzhen, Guangdong Province, which is a Special Economic Zone specifically upheld by the  Chinese government (Liu, 2008). The chain of the western restaurants has been increasing steadily and successfully due to, ongoing development and transforming lifestyle (western brand) of Chinese people (Jie, 2008). Moreover, in 2004, McDonald’s begun its franchising in China and announced plans to double the number of its restaurants 2,000 by 2013 (Edwards, 2011).    

[bookmark: _Toc4363446]Scandal Case of McDonald’s Food Supply in China
Shanghai Husi Food, whose parent is the US-based OSI Group, was a key supplier to McDonald's and other food companies before the scandal over its repackaging of out-of-date meat products erupted. Privately held OSI, little known outside of the tight-knit food industry, has worked with McDonald’s for nearly 60 years. OSI opened its first plant in China in 1992, just two years after McDonald’s opened its first restaurant in the country (BBC News, 2014, Hornby, 2014).
The case broke in July 2014 when a Chinese TV report allegedly showed workers at a Shanghai unit of OSI using out-of-date meat and doctoring production dates in a scandal that prompted apologies from OSI clients McDonald’s (Reuters 2016).
[image: Site of Shanghai HUSI Food on July 21, 2014 in Shanghai, China.]
Site of Shanghai HUSI Food on July 21, 2014 in Shanghai, China.
VCG/VCG via Getty Images
Source: http://fortune.com/2016/10/03/shanghai-meat-supplier-scandal/
Goh and Carsten (2014) reported on Reuters on 23rd July 2014 that one of the ex-worker of Husi told Reuters that he saw workers pick up raw meat from the floor and put it back into processing containers. He said:
"I've seen them pick meat pieces off the floor, though I can't say I know anything about expired meat because I'm not involved in that part of the factory," he said at a local job agency where he works during the day. He showed Reuters his Husi payslip as verification of his employment there.
"The leader didn't say anything when you throw it back. When the raw meat falls out of a container from inside, you just pick it up and put it back," he recalled, adding he also saw some workers not wear gloves while handling raw meat.
"If you wear gloves, maybe it slows you down if you want to pick up the chicken pieces because they're slippery. But again I don't work in that part of the factory. But I've seen them doing that (not wearing gloves)"
The incident highlights the difficulty in ensuring quality and safety along the supply chain in China. More importantly, this incident may highlight the issue McDonald’s sitting at the head quarter in US like other foreign investment companies face enforcing strict processes with local management and staff as well as their business operations in China.

[bookmark: _Toc4363447]Management Responses
Husi Shanghai/ OSI US
· OSI’s owner Sheldon Lavin, an 82-year with a place in the Meat Industry Hall of Fame said, “It was terribly wrong, and I am appalled that it ever happened in the company that I own.” (Reuters 2014).
· Illinois-based OSI said it was "appalled" and was investigating the matter after a Chinese TV report on Sunday showed staff at its Shanghai Husi facility using expired meat and picking up meat from the floor to add to the mix (Goh and Carsten 2014). 
· David McDonald, OSI's president and chief operating officer, said the group was making senior management changes in China and will set up a quality control centre in Shanghai to better supervise its business. It also will bring in global experts to survey the China operations and improve auditing, including constant visual surveillance and extensive employee interviews. In addition, it plans to spend 10 million yuan ($1.62 million) on a food safety education program in Shanghai (Reuters 2014).
McDonald’s
· “We will not tolerate any violations of government laws and regulations from our suppliers.” McDonald's said it had suspended sourcing from the plant, and expected a temporary shortage in some items (Hornby, 2014).
· “The company will buy food form other OSI units in China while OSI’s Shanghai Husi is closed” (Lee, 2014).  
· “OSI supplied beef patties to the first ever McDonald’s in Des Plaines, Illinois back in 1955. The company couldn’t rule out the possibility of replacing OSI as a supplier over the long term” (Cendrowski, 2014)
[bookmark: _Toc4363448]Consequences
OSI is working to fix the problems, but most recently its China business was at a standstill, losing millions of dollars a day in revenue.
· The rotten meat scandal at a Shanghai factory has hit customer McDonald's bottom line, with sales at the fast-food giant's restaurants in the Asia Pacific, Middle East and Africa dropping 7.2 per cent last month (Lee, 2014). 
· It had sealed more than 1,000 tonnes of suspected meat products from OSI in China, and a further 100 tonnes of products from a range of its customers (Goh and Carsten 2014).
· Operations at Shanghai Husi Food were suspended following the 2014 news report, some executives were detained. PRC court had fined fast-food chain supplier Shanghai Husi Food and its U.S. parent OSI Group more than 24 million yuan ($3.6 million) for making and selling sub-standard products (Reuters 2016).


[bookmark: _Toc4363449]3. Globalization

Globalisation is defined as the intensification of cross-national interactions that promote the establishment of trans-national structures and the global integration of cultural, economic, environmental, political, technological and social processes on global, supra-national, national, regional and local levels (Dreher et al., 2008, p.15).
Companies are now global with offices, productions and operations in countries all over the world. Companies that want to grow often need to tap international markets. 
In terms of HRM, globalisation may mean that workers are more mobilised and talent as well as competition can come from anywhere. People management including strategic control is one of the most critical domains for the multinational companies (MNCs). It affects both small and large companies and they are all under pressure to improve their products/services in the face of intense competition globally. 
HR function is no longer driven by employer needs but for competitive advantage in the marketplace. It changes from strong administrative purpose to strategic purpose. It is delivered by HR professionals in collaboration with significant line managers’ involvement. Leaders have to know how to stimulate people to be high performers. It includes motivating and communicating with employees, individually and in groups. It also involves connecting directly with people, helping to guide and inspire them toward achieving team and organisational goals (Bateman et al., 2019, p.13). 
The accelerating economic integration of the globe marks an important development to globalisation and adds further to the complexity of the current business environment. It seems that we are living in a smaller world today due to the ongoing process of globalisation makes the distances between countries more closely to each other. So all multinational companies are forced to contend with the dimensions of responsiveness, efficiency and learning, and intensified competition heightens the contradictory pressures. 

Economies of China in our developed world nowadays have become increasingly deregulated and opened up to international competition from other countries. China market is also playing an increasingly significant part in today’s business relationships, capital movements and labour mobility.
According to Fortune’s 2018 Global List, the five largest firms were (Fortune 500, 2019):
1. Walmart (U.S.); 
2. State Grid (China); 
3. Sinopec Group (China); 
4. China National Petroleum (China) and;
5. Royal Dutch Shell (British-Dutch). 
Among the Global 500, 379 companies (75.8%) were from six countries. China is ranked second with 120 companies whereas US ranked first and consists of 126 companies in the list of top 10 counties (Fortune 500, 2018).
Like McDonald’s, its franchising network all over the world. It operates worldwide, transcending national borders. What they want is to grow and tap into the global market with its valuable brand name. In this report, I picked McDonald’s China as I had been worked there before.
[bookmark: _Toc4363450]4. China

China has been seen massive migration from the country to the cities over the last three decades. It has led to many economic and societal changes resulting from productivity enhancements and the like (Warner, 2013). According to Washington Post on 28, December, 2018, China has now achieved ‘economic superpower’ status, staying at number two in the global economy rankings right after US (Washington Post.com, 2018–12-28).

[bookmark: _Toc4363451]Culture in China
Warner 2013: China’s cultural traditions derive from its historical past with respect to the influence of its ancient thinks, such as Confucius (Kongzi or Kongfuzi, 551-479 BCE). Even today, this value still appears in Chinese culture, but it is changing with time with the coming younger generation.
I take the view that Zhang and Li (2009) demonstrated that high-performance human resource practices are positively related to company performance such as high involvement and high-commitment. However, we have to consider that the high-performance work practices appearing in western countries may not necessary be the best choice for Chinese companies because China’s unique histories and management context (Su and Wright, 2011). Unlike western countries, China was originally a planned economy system as mentioned. High-involvement work system expects work empowerment and employees’ participation. Within these hierarchical and authoritarian cultures, the empowerment HR practices are generally not so readily accepted either by managers or their subordinates. Compared to smaller organizations, larger ones are more likely to adopt employee involvement, empowerment and information sharing practices.
Some Chinese workers may lack of the sense of discipline and professionalism of ethical requirements, they may get used to complying with rules and procedures but not necessary the ethical standards as required by western organizations. 
Another common cultural phenomenon is that the fear of exposure compels people more strongly in Chinese that the anxiety about losing face often makes executives resign immediately if they are caught in ethical transgressions or if their companies are embarrassed by media.
Most of the managers believed that good management knowledge and skills could enrich their management practice. They also believed that maintaining good ‘guanxi’ and edibility in dealing with people were important compensations for their deficiencies in management education. The subjects stated that good ‘guanxi’ with subordinates and top management, besides enhancing team spirit, could enhance career progression. Good ‘guanxi’ was also perceived as important in creating or exploring business opportunities.


[bookmark: _Toc4363452]HR Management in China
“Once a ‘command economy’, it is now a ‘socialist market’ one, even becoming a ‘consumer society’” (Warner & Zhu, 2010). With the change of China's economic system, most Chinese businesses are trying to formulate a variety of HR management policies and practices consistent with the best practices. However, the executive capability in many organizations still needs to be improved (Zhao & Du, 2012). Traditional Chinese culture and the economic social changes lead to remarkable differences between our business cultures and foreign ones mentioned previous session. There is an important mutual adaptability between business cultures and HR management, which improves business and performance development.
Chinese HR professionals allocate less time to strategic activities and their roles are less strategic than those of Western HR professionals (Shi, 2010). The ineffective people management encountered by many multinational companies and their solutions to address this key issue of international management tends to emphasize the possibility of localizing and standardizing global HRM practices in China.
In contrast to western HRM practices, one key aspect of employment in Chinese enterprises is its irregularities. Chinese entities might adopt formal company policies and processes similar to those required by headquarter on the surface, but in implementation the written rules are regularly not adhered to and replaced with ‘short-cuts’ that reflect top management’s preferences and interests (Shi, 2010). Chinese companies use less clear-cut criteria in performance assessment, but instead rely more on vague criteria subject to individual interpretation. Chinese society’s distinct “rule by people” rather than “rule by law” feature and vague criteria make performance assessment very subjective. One of the possible reasons for this is the above mentioned ‘guanxi’ in employment (Warner, 1993).
How do we construct fit theories and models for our cultures? Quinn and Cameron (2005) have found that cultural factors restrict the adaptability of Western origin management in non-Western countries. This makes difference in applying in China.
Management have to continue to tackle the HR management problems in according with the Chinese transitional economy as the social culture, technical developments, and business systems are continuing to be evolved. 
In terms of competitive advantage, China can no longer regard as a country for low labour cost. Indeed, we have to understand the progressive globalisation of talent management and treat labour force a strategically important function. For McDonald’s, one of the biggest barrier to their global expansion is the lack of managerial talent, more significant than lack of capital or customer understanding. 
On the other hand, talented local people are often interested in obtaining skills and experience by working with a multinational and then leaving to join a local company or start their own business. Furthermore, internet job sites can provide targeted information on available jobs in all major countries around the world. The influence of mobility and retention has become vital too as no company will invest in talent development unless they can manage retention. More strategically, the company should focus on the critical few talents who are important for strategy, at the risk of elitism as opposed to the pressure to focus of the wider majority at the risk of diluting resources (Evans et al., 2011, p. 265). Then companies also need to think about to reserve more about employee training and development or poach experienced talent from competitors. 
One of the issues may come from the power struggle among parent companies. Chinese employees often believe that the evaluation by the Chinese parent is more important than that by the venture (Leung and Kwong 2003). It is very important that local entities to receive technical and managerial skills possessed by the foreign parent company. Parent company should provide extensive training to local staff and gain adequate loyalty of local staff and managers because of the scarcity of managerial talent, well-trained Chinese managers are likely the headhunting targets.
It is also important to led to a decentralised federation of local companies led by entrepreneurs who enjoy a high degree of strategic freedom and organisational autonomy but with the ability to transfer expertise to less advanced overseas entities, allowing local units more discretion in adapting operations at the same time capturing the local initiatives and transferring it back to the headquarter. 
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Most businesses have traditionally been driven by economic (solely in profit motive) not ethical goals. Regarding a series of corporate scandals, practically the cases of Enron and WorldCom, Congress passed the Sarbane-Oxley Act in 2002 to improve and maintain investor confidence. Companies that make the effort to meet or exceed the management oversight requirements can reduce the risks, by lowing the likelihood of misdeeds and the consequences (Bateman et al., 2019, p.147) if any employee does break the law. 
It is not common that if profit making is the first claim on business activities, there is no need to companies to act ethically because the prime responsibility of business is to make money. Unethical actions like bribery and graft are influenced not only by law and by individual virtue but also by the company’s work environment. Unethical corporate behaviour may be the responsibility of an unethical individual but it often also reveals a company culture that is ethically lax (Rhodes, P.N. et al., 2010). 
Often the scandals are perpetrated by a number of people cooperating with one another and many of the guilty parties had been otherwise upstanding individuals. There is no exception to the scandal case of McDonald’s. The point is that most of us think that we are good decision makers, ethical and unbiased (Bateman et al., 2019, p.133). But in fact is, most people have unconscious biases that favour ourselves and our own group of people.
However, what if the local management and employees do not comply with this US law in China? Maintaining appropriate ethical climate is always challenging but it is especially complex for organization with international activities like McDonald’s. Different cultures and countries may have different standards of behaviour and managers have to decide when relativism is more appropriate then adherence to the corporate’s standards. Some people lie, some don’t. Some more than others depending on the situation. People can make ethical arguments against lying and in favour of honesty, but more importantly we miss the real consequences of lying. In the report, I am not intending to study in depth about the business ethics but would like to take the McDonald’s supplier scandal case to study the possible western strategic HR practices that could address the ethical issues for MNCs like McDonald’s in China.
For employees, the right ethical climate can be a source of ethical personal actions plus pride, satisfaction and commitment to the employer while the wrong climate will cause unethical behaviour or dissatisfaction and quitting (Simha, A. & Cullen, J.B., 2012). 
To maintain positive ethical climate include establishing global standards for behaviour to prevent ethical problems. Mangers are expected to consider legal and ethical developments along with other concerns. Managers at all levels are rewarded for their performance in meeting both integrity and business standards. Managers who were successful in other business performance will be disciplined when violations occur. This sends a positive and strong message that ethical behaviour is truly is valued. Otherwise, a danger signs that an organisation may be allowing or even encouraging unethical behaviour.
Managers are responsible for the decisions they made that reflect their own reputation.  Managers should have strong personal characters as an ethical leader. Further, managers are encouraged to set a goal for themselves to be seen by others as both a moral person and as a moral manager who can influence others to behave ethically. That would be truly an ethical leader.
Company can establish ethical programs, including formal ethical codes that articulate the company’s expectations: ethics committees that develop policies, evaluate actions and investigate violations; ethics communication systems. That gives employees a means of reporting problems or getting guidance; ethics officers who investigate allegations and provide education; ethics training programs; and disciplinary processes for addressing unethical behaviours. (Weaver, Linda & Cochran 1999)
Compliance-based ethics programs are designed by corporate counsel to prevent detect and punish legal violations including establishing and communicating legal standards and procedures, reporting criminal misconduct, punishing wrongdoers and taking steps to prevent offences in the future.
More importantly, we should promote the integrity-based ethics programs that should be designed to instil in people a personal responsibility for ethical behaviour for companies and staff to govern ourselves through a set of guiding principles that they embrace. 
Organisations can build trust among employee groups but leaders and managers have to demonstrate ethical behaviours including honesty; strive for high-quality relationships built on respect, trust and decency; and develop and communicate a clear code of ethics. (Bateman et al., 2019, p.134). That hopefully starts from the top to demonstrate the ethical cultures and values. Consequently, that can ultimately increase value to stockholders and ensure sustainable corporate governance of the company.
[bookmark: _Toc4363454]6. Human Resources Concerns

Taylor (2011) noted a number of trends affecting contemporary HR management where one of them is the increasing competition intensity brought about by globalization. Workforces becoming increasingly international and diverse in their make-up, with HR professionals expected to manage respective cultural and institutional differences. It is important to recognize that globalization has an impact on the way in which organisations to develop their HR strategies.
Excessive emphasis on short-term financial performance over longer-term consideration. Investment in people can lead to a growing confidence in the organization (Martin & Gollan, 2012). Strategic human resource management is based on the belief that human resource decisions must be aligned with the strategy of the company. Importantly, managers are measured, made accountable and rewarded on how well they met key metrics, including employee engagement and satisfaction. 
We shall first set down our vision and purpose, developing that into strategies, and then HR professionals assess the strategic plan and convert them into a set of policies, including employee engagement, to enable the achievement of organisational goals. This aligns with the key strategic concern to make a transformation success is that leader must take care to retain the enthusiasm, commitment and focus of those talent people responsible for the initial achievements and avoid to lose these talent to  head-hunters or other internal jobs before the processes are ingrained (Bucy, Hall and Yakola, 2016).
[bookmark: _Toc4363455]Empowerment
Delegation of HR activities to line managers results in them taking on an important role in implementation HR strategies and HR practices. To be effective in this role, line managers need to work with HR professionals and gain their support in managing their staff. Despite the difficulties of this, the line managers play a critical role in motiving staff, promoting job satisfaction and improving performance.
Human resource management system is no longer focusing on the purpose of traditional control-based HR system in reducing direct labour costs, improving efficiency and enforcing employee compliance with specific rules and procedures, it plays important roles in human resource strategy implementation as the source of sustainable competitive advantage for organisations. In this report, I would like to find out whether it can seek to influence employee motivation and commitment.
[bookmark: _Toc4363456]Training
Training increases employees’ satisfaction with their job and workplace (Harel and Tzafrir, 1999). Large organisations generally have extensive, supplicated HRM and HR departmental functions alongside highly developed policy frameworks. Some large organisations like McDonald’s that has developed their own corporate universities, demonstrating their commitment to learning and their desire to invest in employees, business partners and stakeholders.
Training and development refers to putting in place relevant training programmes to maintain and develop capabilities, both individual and organizational, Develop and update global processes in attraction, career development and training, performance management and retention which are expected to contribute towards the process of organisational change (Valle, Matin and Tomero, 2000). Training can improve skills and abilities relevant to employee’s tasks and development. Build talent mind-set by making sure that development discussions, succession planning and mentoring are part of the priorities of line management throughout the globalisation.

[bookmark: _Toc4363457]7. Employee Engagement

High-performance and high-commitment HRM practices have been explored sometime in the Western countries, it becomes the pressing demands from business for value-added, effective HRM functions in contributing to organisational performance (Boudreau & Ramstad 2007). Take global talent considerations into account early in the strategy formation stage.
Su & Wright (2011, quoted in Zacharatos, Barling and Iverson, 2005) described “high-involvement work systems concentrate on empowering employees through increased information flows and devolution of decision-making power, leading to greater productivity” (Su & Wright, 2012). Most of the managers believed that they had talents and knowledge that could be maximized and better used by their employers. In fact, we shall strive to increase organizational effectiveness by encouraging employees to identify with the goals of the organization and work hard to accomplish those goals. 
Ensure internal consistency between talent management processes worldwide. So we shall develop HR strategy that starts with analysing stakeholder interests in the business and the business’s situational factors then determining the HR policy choices and HR outcome for developing employee commitment within organisation. HR policy choices include employee influence and rewards. HR outcomes include employee commitment, competence, congruence and cost-effectiveness. (Beer et al.1985). This business strategy model aims to employee needs with long-term consequences of HRM being individual, organisational and societal well-being.

[bookmark: _Toc4363458]8. Business Ethics and HRM

Ethical organizations have always existed although most businesses have traditionally been driven by economic not ethical goals (Farnham 2010, p. 15). In the 19th century, for example, Quaker companies operate on distinctive ethical principles and firms such as Cadburys incorporated welfare policies into their business philosophies, which benefited their workforces (Sparrow & Deom, 2012).
A desire for simple and quick-fix solutions to ethical problems should not be over emphasised. So the goal of ethical HR practices is that company adopting them benefit by gaining employee commitment, the trust and loyalty of their workforce and improved organizational performance. In order to make it happened, the ethical leadership must come from the top of the organization (Connock and Johns, 1995). The goals of the organization and human resource management practices should be mutually reinforced. 
Organizations may implement ethics audits, advice and guidance for publicly stated expectations about employee behaviour, the need for organizational structures to support ethical behaviour and ethical behaviour of the organizations to provide the effective deployment of human abilities to realize organizational objectives.
HRM should not be only focus on compliance-based programs which only designed to prevent, detect and punish legal violations, although this program can reduce illegal behaviour and help companies to stay out of court. Leader should go beyond the mere avoidance of illegality and instil in staff with a personal responsibility for ethical behaviour in heart. Company and staff govern ourselves through a set of guiding principles that we embrace. It requires more than moral awareness and moral judgement but also moral character that courage to take actions consistent with our ethics even when others don’t want you to do so. For example, whistleblowing is an ethical course of action to tell others, inside or outside the organisation of wrongdoing (Bateman et al., 2019, p.143). Since whistle-blowers often suffer consequences of being ostracised, treated rudely or given undesirable assignments, ideally, the reporting method should keep the whistle-blower’s identity secret and there should be no retaliation against the whistle-blowers.
The introspection into corporate governance as well as human resource management issues is a fundamental aspect of modern management and the long-term relevance is evident (Oyewunmi et al. 2017). The well-established and conventional view is that strategic decisions and policies of organizations should be determined by the management. No class of persons apart from employees has a longer-term commitment to the company’s long-term vitality or sustainability. In the long-run, employees are best positioned to shape numerous components of the governance process owing largely to their access to a broader aspect.

[bookmark: _Toc4363459]9. The Role of Trust in Management

A duly constituted board and management should engage primarily with the functions of formulating and ensuring the implementation of strategic HR objectives (McNulty et al., 2012), in addition to managing the risks within an organization’s corporate framework. 
Leaders should have the ability to stimulate people to be high performances. It includes motiving and communicating with employees, individually and in groups. Leading activities involves connecting directly with people, helping to guide and inspire them toward achieving team and organizational goals.
Employees believe that managers can make the right decisions, have a strong sense of integrity, behave consistently with words, act according to correct principles, is the key to build the trust in management. Whether or not employees believe that there is a fair HR system which can be treated as a legitimate distributive policy depends on the extent to which employees trust the management (Zhang, Y. et al., 2015). 
If employees distrust their managers, they do not believe that their leaders treat each employee with the equity principles. Employees may anticipate managers to assess their performance according to personal preferences rather than ability or merit. In this case, any so called equity based system will be perceived to be used unequally toward each employee despite its nature of equity will not be effective in enhancing employees' experiences of self-determination and competence. Therefore, for a HR strategy to be successful in stimulating self-determination and competence and, in turn, intrinsic motivation and creativity, a match between HR system and employees' trust in management is important (Zhang, Y. et al., 2015)

[bookmark: _Toc4363460]10. Ownership and Control

In traditional organization structure, work is designed around functions with no sense of ownership. Pan et al. (2014) demonstrated that behaviours are positively related to ownership and esteem. Lin & Lamond (2014) also showed that ownership and esteem are positive predictors of behaviours, while esteem has a partial mediating effect on the relationship between ownership and behaviours. Leaders who are vesting more authority and ownership interest to employees contribute to long-term sustainability that employment tends to forge a sense of ownership. Good leaders shall develop a culture of openness may assist staff to be self-critical and be critical of the business.
However, the idea of trust alone is necessary, but not sufficient. This should be construed with other components (involvement, ownership, information and authority) of a system which make this approach possible and by implication, contributes to minimizing agency costs (Monks and Minow, 2001). It is important that teams own a product, service or process for which they are responsible and they contain people with multi-trained or cross trained jobs and roles. So they are now governing themselves and are involved in taking organizational decisions. 
New forms of workflow requirements and management control are giving rise to surveillance and control of employees at work. Although the management style should be to give companies the freedom to create a relaxed atmosphere, high-handed policy and authorization management style monopoly will eventually lead to lose morale. So methods of control change as organization grows in size or if they diversify their activities and locations. They steadily increase reliance on formal rules, delegation of decisions and personal supervision (Farnham 2010).

[bookmark: _Toc4363461]11. Recommendations
 
It is people to who deliver super organizational performance, not just the HR systems, policies or practices. We should focus on both the HR architecture and the role of individuals in shaping the employee engagement as well as the performance of organisations.
In short to medium term on control aspects:
1. implementing engagement by managers and leaders promoting engagement value; 
2. improving human capital with sound selection criteria of qualified employees;
3. introducing a risk management system as people cannot be relied upon to do tasks;
4. putting special emphasis on employee discipline management and set up certain reward and punishment rules to ensure that employees’ behaviour is consistent with the rules and regulations;
5. providing continuous trainings to improve the employee skills and awareness of ethical standards;
6. ensuring proper procedures must be followed if a misconduct dismissal is to be lawful;
7. implementing a strategic performance-based compensation system to improve the company performance by effective motivating employees working hard.

In medium to longer term on strategic approaches:
1. making use of cultural influence to promote individual employee identification with managerial gaols; 
2. emphasising that the collective and mutually supportive character of the organization to achieve the agreed targets;
3. promoting the degree of organisational citizenship and ethical responsibilities;
4. coaching all employees to be forward looking and probative in their attitudes and sense of planning and belonging; and 
5. monitoring the progress towards high engagement through surveys, feedback and action planning.
[bookmark: _Toc4363462]12. Conclusions

Again, globalisation has created new opportunities for enterprises but also increased organizational complexity. Another scandal case that Volkswagen shocked the world on September 18, 2015 with its response to the US Environmental Protection Agency’s (EPA) that Volkswagen’s “clean diesel” vehicles were found to be in violation of the Clean Air Act. This emission scandal led to significant financial loss of tens of billions of Euros as reported in China Daily on 2nd November 2015 (Fusheng, 2015). For big companies like McDonald's and Volkswagen, they should feel sorry for what they did to customers.
The fact that corporate scandals have provided extra strain and burden on the whole financial system warrants rigorous probing into the ethical decision-making practices of key decision makers in this study. Simply taking the attitude that people automatically know right from wrong is not sufficient in China at this stage. Distinguishing right from wrong maybe simple when the wrong is overtly obvious, but most situations have grey undertones and are not so obvious. Ethics training should create an awareness of situations that are difficult to analyse and should help employees understand how small situations can become huge problems later.
One recommendation coming from this study is that companies should design ethics compliance and fraud prevention programs crafted to address the unwanted unethical issues. The program should also be focused on the fiduciary and ethical responsibilities of internal auditing departments. 
The presence of sophisticated ‘high commitment’ and ‘high performance’ HR practices should not merely a window dressing which masks what is actually going on in these organisations; namely increased work intensification and greater exploitation of workers. The companies concerned should never using the language of HRM to cover up the ugly reality which is long hours, tight wage settlements, additional stress for staff, more management control and lower job quality. GE can be a good example they set its early priority to put together a strong functional leadership team in growth regions outside the United States to build capabilities in HR, finance, IT, sales and marketing, communications and legal (Gulati, 2017). 

In order to sustain high levels of performance over time, there is a need to embed a culture of high levels of performance into an organisation’s culture. Ultimately this means creating a situation in which the vast majority of staff is genuinely committed to helping the organisation to excel and is prepared as individuals to go the extra mile in this ambition. It is not all easy to create such a culture, particularly in a fast changing, highly competitive and unpredictable business environment in which long-term job security cannot by any means be guaranteed.
If staff feel that the organisations’ commitment to them is qualified, they are unlikely to feel able to give their total commitment in return. The company should prepare to invest a great amount in building high-trust relationships with their staff and in communicating honestly with them. By enhancing or encouraging employees to take part to run the company with employers that would be in favour of enhancing employees’ sense of responsibility toward the company and activating their positive attitude toward work. 
In longer term, by enhancing the knowledge of Western management practices, we could find ways of integrating the best management practices of Western and Eastern. I believe that the integration or convergence of both traditions would help to develop a synergy that would lead to something new and distinctively Chinese for the demands of the future.
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