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1. [bookmark: _Toc15329919][bookmark: _GoBack]Introduction

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.
Nowadays, multinational corporation (MNC) setups are all over the world. Since they involve a group of geographically dispersed entities globally, it is very common that their goals are disparate from its headquarters (Barlett and Ghoshal, 1990) and the subsidiaries in different regions interacting among each other around the world. 
With a limited literature review study of various contemporary management theories and researches, I have a similar view as Zheng & Lamond (2008) that the revolution of Western and Chinese 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 people management philosophies long before the introduction of the western concept of management theories (Zhu C & Dowling 1994), it is interesting to know that how the western management theories could be leveraged and transferred to Chinese enterprises with international joint ventures in China.
In this report, I would like to apply the 3-Hs (Heart, Head and Hand) management framework to analyse a selected McDonald’s supplier scandal case. This unethical scandal case in China was picked for this study as it 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the US based OSI Group which was a key supplier to McDonald’s internationally before the scandal over its repacking of out-of-date meat products broken out in July 2014.
Business ethics is important to every organization since the positive behaviour of employees would greatly impact to the success of an organization (Komari and Djafar, 2013). For example, the Enron case which recorded one of the largest corporate bankruptcies in the history of the United States of America (USA), arising from non-compliance with corporate governance committed by employees. Any unethical conducts committed by employees may cause the reputation of an organization to be damaged rapidly.

2. [bookmark: _Toc4363444][bookmark: _Toc15329920]McDonald’s Case: Food Supply Scandal in China
[bookmark: _Toc4363445][bookmark: _Toc15329921]2.1 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][bookmark: _Toc15329922]2.2 Scandal Case of McDonald’s Food Supply in China
According to BBC news: 
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.]
Factory Site of Shanghai HUSI Food in Shanghai, China.
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][bookmark: _Toc15329923]2.3 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 from 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][bookmark: _Toc15329924]2.4 Consequences
OSI China business was recently at a standstill, losing revenue in millions of dollars a day although it would like to fix the problems.
“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).

3. [bookmark: _Toc15329925]Discussions
[bookmark: _Toc15329926]
3.1 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. 
Globalisation may mean that workers are more mobilised and talent as well as competition can come from anywhere. McDonald’s People management including strategic control is one of the most critical domains for the multinational companies (MNCs). It affects both McDonald’s senior management and operational staff and they are all under pressure to improve their products/services in the face of intense competition globally. 
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.
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 more than 15 years.

[bookmark: _Toc15329927]3.2 Culture in China
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. 
There are significant differences between Chinese business cultures and foreign ones in term of improving business and performance development due to the traditional Chinese culture. 
Chinese management used to less significant amount of time to strategic activities and they have less concern about the roles in strategic planning than those of Western leaders (Shi, 2010). 
One of the key aspects of employment in Chinese enterprises is its practice of handling irregularities and business conducts. Chinese entities might apply the required policies and processes apparently to fulfil the top management’s preferences and interests, but are not actually adhered to them and frequently intending to replace with ‘short-cuts’ (Shi, 2010). 
Husi tended to use vague criteria required by McDonald’s but were subject to individual interpretation in performance assessment for their staff. They perhaps applied very subjective approach of “rule by people” rather than “rule by law” to make performance assessment to maintain what we Chinese calls ‘guanxi’ (Warner, 1993).
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.

[bookmark: _Toc15329928]3.3 Business Ethics

Many businesses have traditionally been driven solely by profit motive with less concern about ethical goals. 
Congress passed the Sarbane-Oxley Act in 2002, even though for a mature country like USA to bring back the confidence of investors, after a series of corporate scandals were committed, particularly the cases of Enron and WorldCom.by lowing the risks of misdoing and the related impacts (Bateman et al., 2019, p.147) if any employee does break the law. 
Since the prime responsibility of enterprises is to make profits for their businesses. Unethical actions like bribery and graft are influenced not only by law and by individual virtue but also by the unethical corporate behaviour which reveals the ethical lax culture of a company (Rhodes, P.N. et al., 2010). 
It is commonly that the scandals are perpetrated by a number of staff cooperating with one another. There is no exception to the scandal case of McDonald’s. That is mainly because that most of us think that we are practising as a good decision makers with ethical and unbiased manner (Bateman et al., 2019, p.133). But in fact is, most of us cannot avoid from being unconscious biases that favour ourselves and our own group of people.
Maintaining appropriate ethical standard is very critical to the organization but it is rather complex for organization with global business presences like McDonald’s. People are likely to 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 apply 3 Hs management framework to 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).
Leaders 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 a truly an ethical leader.
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.

3.4 The Role of Trust in Management
A duly constituted board and management should engage in the responsibility of corporate strategies formation and implementation (McNulty et al., 2012), in addition to managing the risks management framework of the organization. 
Leaders should have the ability to stimulate people to be high performances. It includes motiving and interacting with different levels of staff in the organization. Leading activities involves connecting directly with employees, inspiring them toward achieving individual 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 management system, it depends on the extent to which employees pay their trust to 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 management strategies to be successful in stimulating self-determination and competence of intrinsic motivation and creativity, the employees' trust in management is extremely important (Zhang, Y. et al., 2015).
[bookmark: _Toc4363460]3.5 Sense of Ownership
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. Good leaders shall develop a culture of openness may assist staff to be self-critical and be critical of the business.
However, building trust is a starting point and is not sufficient. Additional components including involvement, ownership, information and authority should be constructed to enhance this approach possible to be implemented and contributes to reducing 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).



4. [bookmark: _Toc15329929]The 3-Hs Management Framework (Heart, Head and Hand) 

The 3-H (Heart-H1, Head -H2 and Hand-H3) management framework will be used to apply for this study. The 3-H framework is a holistic approach to integrate management theories and practices in different degrees as appropriate for addressing management issues in a more effective and efficient manner by using an easy to understand metaphoric expression of Heart, Head and Hand (Yu, 2019). 
According to Yu (2019), each of the H dimension is interrelated and interacted with one and other. Neither a single H nor any incomplete combination of Hs would be good enough such as a fragmentary map, to reach the final destination accordingly. I am not intending to build a new management model here but would like to adopt the framework of Yu (2019) in a way that I interpret his management concept. I have tried to interpret the 3H framework as 3 interlocked tears as shown in the figure 1 below.
[image: ]
Figure 1: 3H Management Framework running with metaphor of ‘Gears’ 
Source: 3H Management Framework (Yu, 2019)

Each gear functions itself and meshes with another toothed gear like the dimensions of Heart, Head and Hand, that they have their own important roles. When two gears mesh, if one gear is bigger than the other, a mechanical advantage is produced, with the rotational speeds of the two gears differing in proportion to their diameters. Similarly, each management theory or practice could achieve one or more H functions in different stages and in different degrees of impact to the organization’s objectives. 
The 3H management framework has added significant new insight of how we learn and integrate management theories and models in a more wider picture and reinforce the importance of the inter linkages between the 3H management theories selected to be applied in my real working environment as well.

[bookmark: _Toc15329930]4.1 H1- The Heart-Oriented Approach
Accordingly to Yu (2019), the Heart dimension is more focusing on the corporate level spiritual shaping the corporate culture and values of the organization with caring, motivational and human aspects. It relates to management practices to motivate employees what they commit in aligning their attitudes and behaviour and achieving thee organizational goals with the corporate culture and norms in a longer term manner.

Corporate Culture and Values
"A value is an enduring belief that a specific mode of conduct or end-state of existence is personally or socially preferable to an opposite or converse mode of conduct or end- state of existence" (Rokeach, 1973). 
The possible correlations between personal and organizational values are likely deriving from the fact that they are at the heart of individuals' believes and cognitive structure. The concept of values has been defined as 
"... enduring belief that a specific mode of conduct or end-state of existence is personally or socially preferable to an opposite or converse mode of conduct or end-state of existence" (Rokeach, 1973, p. 5). 

Individual employees may interpret and perceive the values of the same corporate vision in varying degrees. It may depend on whether the organizational values can provide a sound direction to employees and on the other way round that personal values influence the decision making of the company (Akaah & Lund, 1994, Kolodinsky, Giacalone & Jurkiewicz, 2008).
Employees internalize organizational values and norms and then let these values and norms guide their decision and actions (Cook and Yanow, 2011)

Vision and Mission
The vision adopted by the company has a significant influence over corporate culture and impacts the employees’ thinking, feeling and behaviour within the workplace. Managers of McDonald’s as well as its suppliers no matter they are situation in USA or other countries should commit to a set of primary goals established by the organization. This corporate vision and mission establish a very important sense of direction or purpose for an organization. 
But the value of an organization's vision would not be reflected if its existence is only in the thought of the boss, or is communicated only with a select few senior management executives at the top (Dess and Picken, 2000). Subsidiaries and stakeholders including suppliers of McDonald’s should follow the authority of strategic vision lies in how it is used to motivate and inspire a broadly shared sense of organizational direction and purpose.
Business Ethics
Some dimensions of work ethic and organizational commitment constitute job resources and can decrease job burnout (Grabowski et al., 2019.). Work ethic and commitment reduce the sense of disillusion.
Organizational ethics are the guiding practices and beliefs through which a particular company and its managers view their responsibility toward their stakeholders whereas the individual ethics of a company’s founders and top managers are especially important in shaping the organization’s code of ethics.

[bookmark: _Toc15329931]4.2 H2- The Head-Oriented Approach
For the HEAD dimension of the 3H framework, it focuses more on the strategic goals and purposes of the organization. With an aspirational vision and mission of H1-HEART dimension, senior managers at this strategic level determine strategic direction, corporate plan and policies to achieve what matters the most for the organization internally and externally.
Strategic Management
Although goals should be set in a challenging manner, they should also be realistic. Challenging goals in different levels can positively give employees an incentive to fight for ways to enhance both individual and organizational performance. To effectively apply strategic management approaches either explicitly or implicitly, an organization would be benefit from an approach towards the organization's mission and goals with a clear direction via an improving communication channels, employee participation, and commitment (Dess and Picken, 2000) that is critical to enhance an organization to learn and adapt to a rapid changing and complex business environment.
Values and Strategy
Corporate strategy is likely a set of expressed and common targets and directions for the employees in different levels to follow and achieve. McDonald’s should use corporate strategy to shape the ways for all the stakeholders including its suppliers with different roles and responsibilities to go and reach their individual subsets of goals. Otherwise, they will lose their directions and likely to become disorganised with potential conflicts created (Cambra-Fierro, Polo-Redondo & Wilson, 2008). With no exception of McDonald’s Corporation, individuals will tend to use their own ways and own perceived values rather than the corporate goals and values, in turn create conflict of interest and misuse of corporate resources.
Leadership
Senior managers should take the role of strategic leadership to convey a compelling vision of what they want to achieve to their subordinates. If subordinates buy into the vision and model their behaviours on their leaders, they develop a willingness to undertake the hard, stressful work that is necessary for creative, risk taking strategy making.
Employees may feel strong commitment to their organizations and jobs for many different reasons. They may like the type of work they do, and the pay and beneﬁts may be better than what they can get elsewhere. They may ﬁnd the work and people interesting. Recognition or career advancement may be anticipated. Likewise, volunteers supporting a grassroots movement may have a similarly strong commitment for numerous reasons. They may feel that what they are doing is giving them the opportunity to make a contribution to others as well as to themselves. The commitment of volunteers in an organization may be sustained by the gratitude from the recipients of services and the positive feelings of helping others. Another important factor that helps build commitment and loyalty to an organization is leadership-leadership that is inspirational, stimulating, and considerate of followers’ needs.
The success of training would be related to proper leadership guidance and intervention in both physical and mentally manners. Leader should encourage employees to work collaboratively towards corporate goals with less ambiguity by clarifying objectives through appropriate coaching and training. Training and feedback may be interchangeable approaches to leadership development; leadership on the other hand can also be enhanced based on the training and feedback of the subordinates (Kelloway, Barling & Helleur, 2000).


[bookmark: _Toc15329932]4.3 H3- The Hand-Oriented Approach
The H3-HAND dimension refers more on operational side and frontline workforce about their occupational skill sets and functional implementations. The ultimate goal is to achieve operational efficiency and economies of scale.
Operational Competence
Operational management regulates and implements the day-today operational processes of an organization. This is mainly a working level involving substantial HANDS.
The team in charge at operational level should be equipped with adequate technical and management skills via training and development programs and appropriate business tools to implement and align with strategies at level of H2-HEAD may not have clear communication and instructions of what the H3-HAND can be supported and to be achieved. McDonald’s should aim to align the views of management and the key participants at operational level.
Training and Development
Training and development helps to ensure that organizational members have the knowledge and skills needed to perform jobs effectively, take on new responsibilities and adapt to changing conditions. It should focus primarily on how to perform their current jobs and help them acquire the knowledge and skills they need to be effective performers.
Development focuses on building the knowledge and skills of organizational members including suppliers so they are prepared to take on new responsibilities and challenges. 
One of the issues may come from the power struggle among parent companies. Chinese employees often believe that their Chinese parent company is the ultimate boss to evaluate their performance (Leung and Kwong 2003). It is very important that local entities including McDonald’s local staff in China and its suppliers to receive technical and managerial skills required fulfilling their jobs. Parent company should provide extensive training to local staff and gain adequate loyalty of local staff and managers.

Job Significance and Satisfaction
The degree to which a worker feels his or her job is meaningful because of its effect on people inside the organization such as co-workers or on people outside the organization such as customer.
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. 
That would probably give job satisfaction to the local employees to function their roles with the feelings and beliefs that managers have about their current jobs. Mangers who have high levels of job satisfaction generally like their jobs, feel they are fairly treated and believe their jobs have many desirable features or characteristics such as interesting work, good pay and job security, autonomy or nice co-workers.
It doesn’t only give clear identity to the self-image but also shapes us closer to the heart's desire with the self-image by maintaining self-identity and enhancing favourable self-image in terms of value expression (Katz,1960).

Controlling
Managers use controlling process to monitor and regulate how efficiently and effectively an organization and its members are performing the activities necessary to achieve organizational goal. Managers monitor and evaluate whether the organization’s strategy is workings intended, how they could be improved, and how they might be changed if they are not working properly.
In general, of course the more non-routine or complex organizational activities are, the harder it is for managers to measure outputs in term of behaviours or performance because they are intangible and more subjective
Perhaps, control by sharing values, norms, and prescribed standards of behaviour can build a more deliberated organization culture which helps mangers to emphasize the values and norms of the organization and lead to high performance of employees.

5. [bookmark: _Toc15329933]Conclusion

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.

A good management strategy builds commitment for the organization’s goals, gives the organization a sense of direction and purpose, coordinates the different functions and divisions of the organization, and controls managers by making them accountable for specific goals.
Determing the organization’s mission requires that mangers define the business of the organization and establish major goals. Strategy formulation requires that managers perform a proper analysis and then choose appropriate strategies at different levels of the organization.
Strategy implementation requires that managers allocate responsibilities to appropriate individuals or groups and hold individuals or groups accountable for the attainment of goals.
By moving to a more flexible structure, managers gain more control over their different levels of the organization. Finally, expanding internationally and operating in many different countries like McDonald’s, challenges managers to create organizational structure that allow the company to be flexible to pursue the international strategy on a global level.
Each of the H dimension is interrelated and interacted with one and other. Neither a single H nor any incomplete combination of Hs would be sufficient to effectively and efficiently manage the organization. Other than 3-H of HEART, HEAD and HAND, their bridges between HEART & HEAD, HEAD & HAND and HAND & HEART are also very significant for the success of implementing the management strategies of the organization.

H1-HEART
With the insight of H1-HEAD dimension, it focuses on the corporate level spiritual shaping the corporate culture and values of the organization. The individual will often take over and internalize the values of the group. 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).

HEART and HEAD
Business ethics is important to every organization since the positive behaviour of employees would greatly impact to the success of an organization (Komari and Djafar, 2013). Maintaining appropriate ethical standard is very critical to the organization to avoid ethical arguments against lying and in favour of honesty. For employees, the right ethical climate can be a source of ethical personal actions plus pride, satisfaction and commitment to the employer.

H2-HEAD
For the HEAD dimension of the 3H framework, it focuses more on the strategic goals and purposes of the organization to determine strategic direction, corporate plan and policies to achieve what matters the most for the organization internally and externally.
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 should contribute to long-term sustainability and tend to forge a sense of ownership of their subordinates and works. Good leaders shall develop a culture of openness may assist staff to be self-critical and be critical of the business.
However, building trust is a starting point and is not sufficient. Additional components including involvement, ownership, information and authority should be constructed to enhance this approach possible to be implemented and contributes to reducing agency costs (Monks and Minow, 2001). It is important that teams 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. 

HEAD and HAND
A good leader should provide his/her subordinates with meaningful and purposive guidance or options to their daily work by inspiring the with heartfelt and motivate vision. Leaders should be able to motivate individual staff or groups to persist their actions under pressure in any unforeseeable and critical working conditions.
A good leader can motivate his/her subordinates to perform beyond their initial expectations if he/she can motivate them to a level where they accept and internalize the values articulated by linking their identities to the collective identity of the group or organization and expand with what they have identified in terms of the corporate vision and objectives (Jung & Avolio, 2000).

H3-HAND
The H3-HAND dimension refers more on operational side and frontline workforce about their occupational skill sets and functional implementations. 
The success of training would be related to proper leadership guidance and intervention in both physical and mentally manners. Leader should encourage employees to work collaboratively towards corporate goals with less ambiguity by clarifying objectives through appropriate coaching and training. Training and feedback may be interchangeable approaches to leadership development; leadership on the other hand can also be enhanced based on the training and feedback of the subordinates (Kelloway, Barling & Helleur, 2000).
A workflow in surveillance and control of employees at work give rise to the requirements and management control. 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). 

HAND and HEART
Since Motivation impacts an individual’s goal setting and activates taking up a challenge or activity, the task is believed to be successfully accomplished (Khorakian & Sharifirad, 2019).
Trust in and loyalty to the leader play a critical role to become a good leader (Podsakoff, MacKenzie, Moorman & Fetter, 1990), so an effective leader should be valued with honesty, integrity and truthfulness and should be able to earn the trust and respect of his/her subordinates who can be motivated to perform beyond expectations

In long run, if staff feel that the organisations’ commitment to them is real, they are likely 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. 
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). So for those employees and suppliers working for the company, the right ethical climate can be a source of ethical personal actions plus pride, satisfaction and commitment to the organization. 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.
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