



Introduction
The Hanoi Hat Company makes hats and caps and is headquartered in Hanoi, Vietnam. Initially it focussed on producing a limited range of basic models and cutters were paid on a piece-rate basis and developed skills to produce indefinite numbers of these models and hence earned good wages. However, as the company grew and become successful it was contracted to produce special models which were designed differently and so the cutters had to develop different skills to produce each order, which affected their earnings and reduced their production rate. This had led to dissatisfaction amongst the cutters and the line managers were resistant to accept the general manager’s solution to the problem which was to appoint and HR specialist. Line managers saw this as an unnecessary expense and likely to weaken their own influence (UWTSD, 2019).
Employee engagement and Competing in a Global Market Place
As Hanoi Hat Company becomes successful and grows, it relies on the commitment of its experienced employees particularly cutters more than ever as the company’s success relies on their contribution. Therefore, it is very important that the company ensures that it has a better employee engagement. 
According to Armstrong, employee engagement is a concept which affects work performance of employees. It takes place when people at work are interested in and positive, even excited about their jobs and are prepared to go the extra mile to get them done to the best of their ability (Armstrong, 20019).  Therefore, since employee engagement is the heart of employment relationship, at a time when the Hanoi Hat Company is growing and tasting its success as a company, the management needs to have a better judgement of the future and motivate their employees to the best they can, so that they have productive employees that are willing to go to the extra mile to achieve the organisation’s goals, which will eventually enable the company to compete in a global market place. 
At the Hanoi Hat Company employees are paid on piece-rate basis and thus their earnings go down as the company grows and has to produce different models with different designs that require employees to develop skills. This leads to a dissatisfaction amongst employees, as stated by Armstrong the work itself leads to intrinsic motivation, therefore engagement depends basically on the way in which work, or jobs are designed (Armstrong, 20019). Hence, to have better employee engagement and to be able to compete in a global market place the company has to have an HR specialist that can implement reward practices.
Reward Strategies and Competing in a Global Market Place
As the Hanoi Hat Company grows its inevitable to have Human Resource Manager. Having HR specialist will enable the company to motivate its employees particularly cutters who are dissatisfied with the changes that are affecting their wages, and also to implement its reward practices affectively. 
In order to have cutters who are satisfied with their job and motivated, the HR specialist needs to develop reward practices. This can be done by understanding the culture of the employees. One effective model that can be used to understand the culture of the employees is Hofstede’s Cultural Dimensions.
As the company grows, gains more contracts and has to produce a lot of different models with different designs each day, the pay piece-rate model is likely not going to be effective in the long run. According to Hofstede’s cultural dimensions, with a score of 20 in individualism, the Vietnamese are collectivist society. Therefore, to maintain the production level and motivate employees pay piece-rate should be replaced with a base salary and a collective performance related pay such as team bonus (Hofstede, 2019).
On the other hand, Vietnamese score low on masculinity which means that dominant values in society are caring for others and quality of life. As a feminine society a non-financial reward that can be given to cutters is flexible work hours (Hofstede, 2019).
Conclusion
Based on Hofstede’s cultural dimension, the Vietnamese are a collectivist society, with a low score on masculine culture and a high score on long-term orientation. This means that they are more likely to be satisfied and have better employment engagement if they are rewarded collectively and given non-financial rewards as well such are flexible working hours. Considering they score high on long term orientation they are goal oriented and they will value those rewards (Hofstede, 2019). 
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