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[bookmark: _Toc59041310][bookmark: _Toc59304753]Introduction
[bookmark: _Hlk59041528]Enhancing employee engagement is a dynamic process that never ends, and it is associated with the foundation of an emotionally and meaningful, enriching work experience. Managers play a key role in boosting job engagement within organisations by supporting organisational initiatives in the areas of learning programmes, job design, including leadership development as well as performance and reward management systems (Armstrong & Taylor, 2014). This report critically outlines contemporary reward strategies and practices that organisations can apply in order to increase employee engagement. Also, this report discusses how a general manager can encourage the line managers to use these reward practices to improve the organisational performance and add value to the business. In specific, this report concentrates on the Hanoi Hat company human resource management (HRM) regarding reward practices and employee engagement by using the relevant and principles of HR models and concepts. Benefits and wages are an important factor in attracting and retaining employees. There are several ways for organizations to reward employees and recognize their contribution, and each method has an opportunity and a risk associated with it. The most effective set of rewards is geared towards business requirements and employees’ desire and explains the purpose and performance of the organization. In this factsheet, we will gain knowledge about the purpose of the remuneration and how employees respond to it under different circumstances. The structure provides the level of wages and related considerations surrounding wage bonuses and what are the factors affecting wages. It also clarifies the meaning of variable wages in terms of cash rewards and incentives. In addition to some legal issues in the United Kingdom, it examines gross remuneration, non-financial rewards and employee benefits (Cipd, 2020) .
[bookmark: _Toc59041311][bookmark: _Toc59304754]Reward management
Remuneration management focuses on polices, strategies, and practical methods to know how employees are and what their contribution to the achievement of organizational and administrative goals in the organization. This is related to the process of designing, maintaining and rewarding systems (reward processes, practices and interrelated procedures) that meet the objectives of both stakeholders and the organization at the same time and a method of work that is fair, balanced and orderly. This system ensure that arrangements are made to evaluate the value of jobs through market pricing and job evaluation, designing and managing rank and wage structure, performance management processes and creating plans to reward employees according to their individual performance or contribution. It should be noted that the remuneration administration is not only concerned with employee benefits and wages but is equally concerned with non-labour rewards such as recognition, development and learning opportunities, and raising job responsibility (Armstrong, 2010). This desired goal of reward management, as established by Ghoshal and Bartlett (1995), and the main goal of them should be to dd value to people , but more than that and more clearly are the goals :1-Focus on achieving goals through high performance.2-Continuous development and support of the organizations’ culture.3- Clarify the required priorities for behaviours and resuits.4-Reward employees after evaluating the value of what they create.5-Attempting to attract and retain skilled workers.6-The ability to gain employee participation.
The philosophy of remuneration and guidelines as an example in the United Kingdom Civil Service:
1-Securing business requirements and is inexpensive: The requirements of work, operation and employees are the main reason for reward. Conducting a business study by presenting the cost, benefits, risk and justification of the investment must always be the motives and reasons for the reward. 2-We reflect the nature of work: identify the existing workforce by job and the experiences followed by company decisions, operational decisions, policy. Organization that works in the surrounding environment, work in the same field, and have a similar workforce are paid to follow a similar reward system. 3-Knowing the performance: Through the reward, you can know the amount of the employees’ contribution to a particular location. 4-Total remuneration management: Total remuneration includes all aspects of a worker or employee deal, tangible and intangible elements of what is offered. The compensation design is designed to attract employee engagement and talent, and to provide an opportunity for choice and flexibility. 5- Managing all cash: Includes cash against basic wages and variable wages. The basic salary represents the job challenge and individuals work experience. The variable wage shows the performance achieved against the agreed goal.
6-Market interface: Overall reward level, subtle skills and experience commensurate with the market situation to attract and retain talent. The competitiveness of the reward includes every component such as basic salary, retirement pension, and vacation.7- Supporting equal wages: Eliminating direct and indirect discrimination in remuneration and reducing unjustified gaps between the genders. Activating bonus systems that citizens see as transparent and appropriate. Evaluating and continuously updating the remuneration structure and systems to ensure that they continue to meet the requirements of legislation (Armstrong & Taylor, 2014)
The purpose of wages and benefits is to influence behaviour so that it attracts employees to join the employer and present their job and stay with him. In general, salaries are designed to attract employees, as for benefits, they are retained, and incentive and bonus schemes work. However, it has been concluded that which part of hiring, retaining employees, and raising their capabilities (Cipd, 2020) .Individuals are attracted, retained, and shared through financial and non-monetary rewards that change over time according to personal circumstances. Sometimes some employees may not be interested in financial rewards, but rather interested in training career development. Similarly, some individuals may wish to work at lower rates or even volunteer for free if they have a very strong organized mission.
Business owners should attract and motivate workers in the best way to meet the needs in the legal and regulatory environment. When creating and disbursing a reward package, it is important to focus on the various elements that support one another. Behavioural science has provided multiple accounts of how individuals respond to rewards, so employers should make use of behavioural science when implementing. Given the existence of multiple elements of reward, it is important to consider mixing between the basic and variable remuneration, between fixed and variable elements, and financial and other rewards to meet the needs of the organization and its employees when paying bonuses. 
[bookmark: _Toc59041312][bookmark: _Toc59304755]Reward practices and strategies
The strategic rewards department works on developing a plan for reward practices by designing and planning a reward strategy. Armstrong and Brown have expressed how to answer two main points:1-where do we want the reward exercise to be in several years?’
Second, how is the way to get there? So, it deals with all methods and ends. In the end, he explains his vision of what the reward systems will become in several years and explains how he imagines that vision will happen. We can define a strategic reward as a position in the mind- according to the theory that says renewing prior plans and making these plans happen (Armstrong & Taylor, 2014).Reward depends on what the organization assesses and intends to do. This is done through bonuses, a business purpose, and employee values. Duncan Brown (2001) asserted that exercising your own reward with the value and need of the employee is as important as aligning with the business goal, with a critical awareness of the latter.
It is difficult for a reward strategist to get started right. They must scrutinize the continuous changes in organizational requirements. It must also ensure that a strategy is developed that a strategy is developed that is compatible with the institutions ability to implement and deal with it. In general, the fundamental change in culture in these projects has many challenges and time to complete Establishing the reward formally for the record will be useful for planning, which can be changed as needed as it is flexible rather than fixed 
The strategic rewards that are based on the philosophy of reward detailing and expressed in a set of guiding principles, will depend on the path of the total reward.
Michael Armstrong notes that most of the reward strategies used usually include:
[bookmark: _Hlk57482474]•A study of the proposed rewards.
[bookmark: _Hlk59025908]•Knowing the rationale upon which the reward for reward is based.
[bookmark: _Hlk59026389]•Knowing the guiding principles.
•The implementation plans (Cipd, 2020).
There are several methods and strategic approaches to wages, but the principle that must be taken into consideration: 
1-Defining wage structures and development arrangement that ensure that the behaviours,
Attitudes and performance of employees needed by the work are reward and recognized. Make individual wages linked to the performance estimated by the company.
2-Determine carefully changing profits against the basic salary as cash bonuses to raise the percentage of sales, with a focus on government standards, opportunities and brand confidence. 3- The use of competitive wage policy with the external market to retain key workers to ensure the continuation of the business, for example, the payment of salaries of some employees at the level of the upper quarter compared to the external market. Interest in exponential integration. The methodology to reward employees as wage arrangements related to increasing revenues and pay attention to the horizontal integration of the remuneration policy with the broader human resource management policy as ensuring that wages progress with the organizations culture and purpose in addition to external factors such as organization.
[bookmark: _Toc59304756]Employee Engagement
Kahn (1990 ,894) defines his employee engagement as harnessing the people of an organization to do their work. When sharing, employees express their performance physically and emotionally (Armstrong & Taylor, 2014) . Macey et al (2009: 7) who described participation as the goal of the employee and the focus of his energy, was clearly defined by others in the presentation of personal initiatives and the ability to adapt and continue working towards organizational goals. Where he explained ALFES et al (2010: 5) to participate three main points, 1- Sharing ideas: Think deeply about the job and how to make it better.2-Sharing emotion: Feeling good and positive about doing a good job .3-Social participation: Constant discussion with colleagues about improving the way to work.
Where the participation of employees can be expressed by three elements related to each other, namely commitment, organizational behaviour of citizenship and motivation as defined in chapters 13 and14 (OCB) as shown in the following figure
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The participation from containing these components produced by the (Armstrong et al,2010) Institute of employment studies has shown that it is related to job satisfaction as well. Although Robinson et all (2004) participation includes commitment elements, but it is not identical to performance, and they made suggestions regarding two points, which is the extent to which the participation workers are believed to have a positive feeling about their work, and its two-way nature. However, Storey (2007) is saying that the concept of employee participation is an equivalent concept across a broad spectrum of the term global commitment.
[bookmark: _Toc59304757]Drivers of employee engagement
In order for us to be able to do something specific about participation, we must know what factors influence it (Armstrong, 2016). Crawford et al (2014 :59-62) elaborated these motives:
[bookmark: _Hlk59108701]•Job Challenges this occurs when the jobs are on a larger scale, the work volume is large, and the responsibility is hight. It promotes the promotion of participation, personal growth and the creation of potential for achievement. •The independence, freedom and authority granted to the job drives employees with a positive feeling about their job scheduling and implementation and control in business development. •Different and varied jobs that will push individuals to carry out many activities and undertake different skills. •Feedback: Giving employees information and instructions about their work and performance. • Appropriateness: There is a fit and compatibility between the employee and the work environment (the organization, colleagues, manager) which drives employees to work in the way they imagine or want to imagine it. • Development opportunities make work relevant because they drive paths workers’ growth and realization. • Rewards and appreciation: These returns will drive workers with the optimal investment of their time in the organization.
[bookmark: _Toc59304758]Advantages and drawbacks of total reward
Advantages should include some things: 1- help in attracting employees and motivating them to work and retaining them in the organization. 2- Achieving the goals of the organization and employee requirements.3-Improving and raising the reputation of the organization through its ability to give value to non-monetary benefits in a wider range of work in the organization.
4-Giving the business owner the ability to better communicate the worker or employee value proposition. Often employees are not aware of the costs that employer bears for benefits, such as pensions, which can be large. In order to avoid this, the employer resorts to providing the workers with details of the total remuneration data that prove not on the basic salary and on the broader set of benefits and other potential aspects (Cipd, 2020).  
Drawbacks: The results obtained from the remuneration administration indicated that the owners of organization and work believe that they are better at integrating the financial aspect (wages and benefits) in the total remuneration structure compared to the non-financial aspects. The organization owners have indicated that they are concerned about their success in incorporating employee identity behaviour into the overall remuneration plan. However, the organization has not received the support of line managers on the total remuneration and this approach is likely to fail.
[bookmark: _Toc59304759]Enhancing Employee Engagement in The Hanoi Hat Company
It is very important for any new remuneration program that meets the demands of employees’ needs and that this program includes innovation solutions.
[bookmark: _Hlk59223127]Support, ambitions and intentions: Gemserv wanted to motivate and encourage employees and move towards the goals of the company (Lardner, 2015) . The company has intended to focus on the employee deal as follows: •Performance and contribution must be well linked to raise the level of development about how rewards and performance.
•Encouraging employees individually to work and collectively in order to reach the goals.
According to what we discussed earlier, Hanoi Hat company has many ways to increase the number of participants working withing the available strategies by paying the rewards and converting the dissatisfaction of employees into accepting in exchange for this strategy by motivating them, developing their performance and pushing them to acquire new skills.
The commitment of employees or workers comes from many factors, such as the goals of the organization or an active and inspiring leader. Organizations have become more thinking about what they offer to employees in terms of personal or career development, and this can be a reward in itself. The challenge of work and the required experience may be an incentive in itself, and in return some other employees are concerned about that (Watson, 2003).
Building the ability of the employees on new skills may be providing opportunities for development and a real incentive. The most important area of work is to gain the commitment of employees and this is evident by striving to achieve business goals through positive incentives provided to employees .The new manager in Hanoi Hat has some problems with the new work by setting up a remuneration system structure for employees that pushes them to develop themselves and adapt to the challenges they will face during training to produce every request of the sportswear company and to produce the required models by motivating them to train and the new bonus structure will compensate them for the decrease in their production rate, which the previously worked at, by offering some advantages of these bonuses. The general manager in Hanoi Hat should demonstrate the strength of the bonus system structure of general managers in meeting the organizations’ objectives at the current stage to encourage workers to perform their roles in the best way to gain their support and to demonstrate the advantages of this system in overcoming the challenges of the current stage and the process of showing direct managers’ supervision over the course of the general employee remuneration structure the influence of managers on the work by evaluating their performance to award these bonuses to the employees who do their work in a planned way to reward.
[bookmark: _Toc59304760]Conclusion:
 The discussion that we have presented is about how to work with contemporary rewards as a strategy to overcome the problems that the organization will address in order to meet the demands within the new contract for the sports company, and about how to convert customer dissatisfaction into acceptance through advantages of contemporary reward to line managers and that their influence will remain as it is and how to increase the value of the business through this structuring. The Performance of line managers at work during assisting the general manager to apply these policies in attracting employees and their participation in work and applying the contemporary remuneration structure will add value to work within the organization by adding new skills to employees who believe that their productivity will be low under the conditions of the new contract and to show the advantages and effectiveness of this the new system of reward in the workflow.
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