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Introduction
Changes in the organisation may be challenging but such transformations help them to pursue business growth. In some organisation, changes were driven by new opportunities in the market, changes in trading conditions, developments in technology and innovations, changes in the strategic objectives, changes in the market condition with regards to suppliers, consumers and/or competitors and changes in legislation (CIPD, 2020a). To briefly summarise the recent change in the Hanoi Hat Company, it can be noted that there is a specific change created by a growth opportunity. While the employees were used to the system of producing limited range of basic models of hats and caps, a growth prospect in the guise of manufacturing short runs of specific models of hats and caps posed a great challenge not only to the employees but to the management as well. Despite bringing about a significant amount of profit to the company and developing new skills for the employees, this has led to a number of drawbacks especially in its human resource management.

Change Management
In case of Hanoi Hat Company, the General Manager had pointed out that employing a specialist HR Manager will give the company an advantage in solving the difficulty brought about by a profitable opportunity. Nevertheless, the line managers contested this idea because this might undermine their own influence and sees this move as procuring additional, unnecessary expense.

According to CIPD (2020a), research shows that most organisation fail to properly manage change resulting in limiting the potential of the organisation as well as its workforce and clearly not meeting its organisational objectives. To avoid these kinds of shortcomings, it is important that the management, specifically the HR department, understand the circumstances regarding the changes in the organisation for the reason that those changes generally affect the human resource—the key resource in any organisation’s success. Change management, as defined by SHRM (2021), is an efficient method and application of resources to cope with changes. It aims to develop and successfully implement new processes, products and services as well as business strategies with the minimal negative financial and non-financial costs. This means that the General Manager of Hanoi Hat Company must enlighten the line managers, reassure them about their concerns and disseminate them the information they need on how hiring an HR Manager can help the company by leading and facilitating the change as well as in the future undertakings of the company, especially those affecting the workforce.

Bangasser (2014) highlighted the importance of guiding employees through the changes happening in the organisation. While the management pay attention on the procedural steps they must take, it is also important to take note of the human component of change as the employees also need to adjust in order to adapt and align on the new path undertaken by the company. Hanoi Hat Company managed to get by without the traditional human resource management, but the new contract resulted to some consequences typically handled by the human resource department such as concerns in production rate, employee wages, their satisfaction as well as their engagement. As Lawler (2004) stated, change is endless which means there is a need for experts in managing such changes which can be delivered by HR specialists.

Since the Hanoi Hat Company is operating in the manufacturing sector, one of their key resources are their employees working directly on the production of the hats and caps, namely the cutters. Developing customised hats and caps required the cutters to learn and develop different, new skills resulting however to a cut in the production rate, leading to a decrease in individual earnings since the cutters were paid on a piece-rate basis. It is indeed a job well done for the company in providing skills development and training, but they must also work on building the confidence of its employees. This may be achieved by taking the employee engagement into careful consideration (Hanson, 2010).

Employee Engagement
In reference to the accustomed practice in the Hanoi Hat Company, cutters earn good wages through piece-rate basis because they can produce indefinite number of hats and caps after mastering the skills in producing their products. The company is growing and becoming internationally recognised which required a change in its manufacturing procedures. The new contract for manufacturing customised hats and caps meant a lot for the branding, image and profit of the company. However, they began to experience difficulty in terms of the reduced productivity of their cutters as well as their overall dissatisfaction. From earning well to earning less, it is understandable that the cutters would be displeased in the change in the manufacturing process leading to lower production rate, dissatisfaction and disengagement. This means that the management of Hanoi Hat Company must aim to increase employee engagement because in doing so, employees will likely be satisfied and increase their productivity. Satisfaction and productivity, along with retention, profitability and customer loyalty and safety, as highlighted by Markos and Sridevi (2010), are the outcomes of the positive relationship between employee engagement and the performance of an organisation. They also enumerated few basic strategies to increase employee engagement. First, it is important to provide general orientation to all employees, from the top management down and across all the other employees, as soon as they start working in order to set expectations and reduce future role conflicts. Additionally, creating strong and distinctive corporate culture is also significant in keeping the current employees engaged and introducing the spirit of work culture to the new ones. Moreover, the management must ensure that the employees are involved to an extent in the decisions the management make as well as their contributions are appreciated, given opportunities to train, develop and grow, provided with adequate resources that they need to fulfil their jobs and presented with an efficient performance management system. Furthermore, employees must be rewarded accordingly in order to increase the productivity, satisfaction and their engagement.

Analysis and Discussion
In this section, various theories tackling rewards management and employee engagement. Few recommendations regarding the reward system of the Hanoi Hat Company will also be discussed as well as their value-added benefit for the employee and the organisation.
It can be established that one of the factors affecting employee engagement is the reward system practiced in the organisation. According to Wilkinson and Johnstone (2016), reward management is the area of human resource management which focuses on how employees can be motivated and renumerated with the purpose of improving their productivity and performance.  Rewards generally include monetary provisions such as cash payment, pensions, paid holidays, etc. as well as the non-monetary provisions called total reward (CIPD, 2020b). In relation to the employees in the Hanoi Hat Company, the cutters receive wages which is based on the number of hats and caps produced. Since the new contract deterred the employees from getting the same wages as they did before, the low productivity and dissatisfaction must be addressed by introducing reward system. Every individual employee is interested with different financial and/or non-financial rewards that is why the management must consider the appropriate rewards in order to promote overall employee engagement. However, they must also consider the regulatory environment, people risks, values and purpose of the organisation as well as the flow of communication in creating a reward strategy.

Social Exchange theory
Social Exchange Theory (SET) is one of the most influential models in understanding behaviour in the workplace. This theory emphasizes that the relationship between the employer and employee involves a series of interactions generating obligations (Emerson, 1976, cited in Cropanzano and Mitchell, 2005) and are interdependent on the action of one another (Blau, 1964, cited in Cropanzano and Mitchell, 2005). It is also assumed that the way the organisation handles its HR issues reflect the commitment of the organisation itself to its employees. Eventually, the employees reciprocate this by becoming more engaged and more productive (Jose and Mampilly, 2012).

In a study conducted by Saks (2006), employees were given economic and social resources which led them to feel obliged to repay their employer through their level of engagement. On the contrary, if the organisation did not provide satisfactory social and economic support to their employees, they are likely to be disengaged in their job. In other words, social exchange theory describes a give and take relationship between the organisation and its employees. As much as the employers expect the employee for their work done well, the latter also has expectations as they spend their time in helping the organisation in its processes. There are also times when they feel like the risks is way more than the benefits that they get, leading them to question themselves whether their job is still worth it. In terms of rewards management, salaries and wages are sometimes not enough to keep the employees engaged. It can be established that social exchange theory focuses more on the non-financial rewards that employees must have.

Considering social exchange theory, it is strongly recommended that the management of Hanoi Hat Company must first and foremost communicate with the employees in order to facilitate the change. It is important that the organisation involves them in the process so that they can have better understanding on the growth opportunity that the company is undertaking. It does not only engage the employees but establishes a strong culture in the organisation. How the company values them reflects the philosophies of the organisation which can affect working relationships within the organisation.
Moreover, the employees in the manufacturing department of Hanoi Hat Company deserves to take credit in the success of the company. Without their well-developed skills in making indefinite pieces of hats and caps, the company might find it hard to be recognised by an international brand as they are being recognised now. It is important to acknowledge their effort in the past few months or years of their tenure as well as in their effort to keep up with the new demands in their job. Furthermore, they must also be provided with proper training, adequate equipment and safe environment.

It is important to take note of these reward practices in order to take care of the company employees. Doing so will make the employees more satisfied and more productive. Employees will be more enthusiastic with their job and more willing to train and develop skills which can enhance their productivity as well as the quality of the products of Hanoi Hat Company which can lead to more opportunities for the company and its employees. 

Equity theory

Guerrero et al (2014) stated that equity theory highlights the fair distribution of resources between two parties. Measured by comparing the inputs or contributions against the benefits or rewards receive from it, the employees consider these factors important for their sense of justice as well as their motivation. Compared to social exchange theory which focuses more on the non-financial rewards, equity theory is built on both the financial and non-financial rewards being fairly equal with the input they give such as their efforts, abilities and skills, flexibility at work, interpersonal relationship among colleagues as well as their loyalty and hard work. According to World of Work Project (2019), there is equity in an organisation’s working environment when employees receive fair reward for their contributions and also, when they receive them similarly as how much their colleagues receive. This means that the employees value fairness from the management and across their peers. 

Based on the previous working arrangement in the Hanoi Hat Company, the cutters have developed over the years the skills which allowed them to produce large quantity of the products. They used to earn good wages because they were paid according to the quantity they produce—which seems fair, for the employees. However, as the company moves forward, having been contracted by an international brand, piece-rate basis is no longer applicable because they were not able to produce as many hats and caps as before. There has been a disbalance between the input and reward the cutters gives and receives, respectively.

In reference to the equity theory, recommendations on reward practices can be drawn with an intention of making the employees more engaged in their job and in the organisation as well. These rewards include salaries and pay raises, job security, benefits such as holidays and healthcare, recognition, promotions and bonuses.

The first thing to have a look on is to abolish the previous pay base as it is evidently one of the main causes of dissatisfaction among the cutters. Instead of per piece-pay, the management can create an hourly rate pay scheme based on the tenure of an employee. This will provide recognition of the loyalty and commitment of an employee in his/her job and the organisation. Hanoi Hat Company can also pay additional commissions or bonuses which can then be based on the quantity of hats and caps produced by each individual or according to the profit gained on the contract. The company must also consider the business growth as a sign that the organisation must also improve human resource management, develop employee performance assessment strategies and offer promotions to deserving employees. Through these, the employees will develop sense of responsibility and engagement in the organisation. The enhanced employee engagement will reflect not only in the financial aspect of the company but to its brand and reputation as well.

Conclusion
Human resource in undeniably the key resource in any organisation and it is reasonable to give importance on their contributions in the organisational performance and success. When employees are valued, they tend to be more engaged and aligns themselves according to the values, principles, goals and objectives of the organisation. 
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