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[bookmark: _GoBack]International Human Resource management is essential for organizations like Hanoi Hat Company which are growing and diversifying to cater to new market requirements and greater revenue potential. In other words when organizations are required to manage their human resource and related activities at an international level then the concepts of International Human Resource Management come handy. The human resource functions that may come handy include recruitment, staffing, training and development, performance management, pay and compensation and so on. For analyzing and implementing these the international best practices have to be kept in mind. There is more strategic and functional relation and resemblance between human resource management and international human resource management.
[bookmark: _Toc61221865]Hanoi Hat Company & Context
The activities like recruitment, staffing training and development, performance management and so on are similar for both the processes functionally. Strategically international human resource management is more linked to the business goals and strategy of an organization. There are other activities as well in International Human Resource management that Hanoi Hat Company has to focus on to grow the business and build more sustainable business relations with the international companies and institutions (Analoui, 2017). These activities include international industrial relations and related tasks, expatriate management and so on. The international industrial relations include employment contracts in different countries, varying tax and legal specifications for different import/export and labor requirements and so on. Thus, the global understanding of the routine human resource activities is required for Hanoi Hat so as to progress its relations with the international sportswear companies towards greater profitability. The HR department within the organization must start to be able to manage the organization from a global perspective considering global talent up skilling and reskilling practices, global trends in the clothing and apparel segment etc. The clothing segment is a highly competitive but profitable business segment. If proper measures are introduced and fine-tuned to suit the requirements then the company can potentially grow by leaps and bounds (Bakker, et al., 2017).
[bookmark: _Toc61221866]Human Resource challenges at Hanoi Hat Company
Hanoi Hat Company has been a successful company in the caps and hats business at Vietnam. The company has been producing basic models of these products and the employees were conditioned towards routine work practices with little requirement for Human Resource management at an extensive organizational level. The compensation management and dispute resolution was taken care of locally within the respective teams or through the help of the administration department. The company has grown with time and as it began to diversify into other products, there came in multiple challenges that the management and leadership has to resolve (Burke & Hughes, 2018). The first challenge is to up skill and cross skill the workforce as the present requirement is to come out with newer products as per market demands. This will require the human resources to go through extensive training and developmental activities. The second challenge is related to compensation and rewards as the workforce has been temporarily able to derive less monetary value from the new assignments and that has given rise to resentment within the labor force. The third challenge would be to form a specialized HR team to take care of these grievances and help the organization in realizing its strategic objectives through leveraging its people who are the greatest asset that Hanoi Hat Company has.
[bookmark: _Toc61221867]Employee Engagement 
Employee engagement is one of the most crucial aspects of employee retention. This is because in most of the cases employees are able to find similar job profiles in terms of monetary benefits but the differentiating factor remains keeping a strong and mutually collaborative team, giving recognition and having multiple opportunities for the growth in professional and personal lives. Career development is arguably the most important factors that makes an employee stick to a particular company for a longer time span. This can be related to the Maslow’s hierarchy of needs wherein career development is a fundamental survival requirement (Carmeli & Markman, 2018). The factor of financial remuneration consisting of benefits and salary are able to provide physical safety. Thus recognition, respect, various rewards also are important for self-fulfillment.
[image: Maslow's Hierarchy of Needs]
Figure 1: Maslow's Hierarchy of Needs theory
[bookmark: _Toc61221868]Contemporary reward practices
[bookmark: _Toc61221869]Career Development
Career development is a key aspect of hiring and retaining talent. Individuals who are evaluating between various companies to find out the best workplace often choose the one that offers a better career development path. This is even more important when competing companies offer the same benefits, salaries and perks. When an employee feels that a company will be able to provide for advancement of skills and meeting of personal goals then they have a higher propensity to accept the same. Job that has a good future attracts everyone (Collings, et al., 2018). Hanoi Hat must be able to look into this matter so that the employees can be communicated and made aware of the benefits related to career development that is bound to happen through reskilling and up skilling. When employees are able to see the larger picture and more value add that might be possible in the longer term then that will act as an incentive for employee engagement and job satisfaction. This can even lead to employees volunteering and taking up newer opportunities to reskill and up skill in the near future so as to keep up the learning graph and be able to add value to the organization apart from fulfilling their personal goals.
[bookmark: _Toc61221870]Incentives and compensation
Promising incentives and compensation helps ensure more employee engagement. When this is combined with career development then it makes the job all the more lucrative. When individuals and teams are recognized for their performance and financial rewards are given on the basis of that then there is a sense of motivation that prevails in the workplace and propels the individuals to give in more effort to their responsibilities and goals (E.Hoch & H.Dulebohnb, 2017). This is possible when the employees can see a clear line of sight for their goals which in turn makes them more empowered. Real feedback must be provided for their efforts on the written scorecards and goals.
[bookmark: _Toc61221871]Incentives based on recognition.
Sometimes recognition-based incentives are even more powerful than compensation-based incentives.  There can be long term positive effect on the job satisfaction levels and work engagement when recognition-based incentives are used. This may have more powerful effect as compared with financial incentives. Cash related bonus is a one-time only incentive. On the other hand when an employee is recognized for putting in the extra effort so as to contribute more meaningfully to the company’s goals is a lasting achievement in front of the peers and other coworkers. There are benefits of recognizing individuals as top performers or employee of the quarter/month as these provide fulfillment for the people who are already very passionate for the work that they do (Foucreault & Menard, 2018). These can also work as a differentiation for the employees when they go out and apply towards other roles or for promotion.
[bookmark: _Toc61221872]Benefits of the contemporary rewards programs
a. When the efforts of the employees are appreciated in a better way then they work harder. Thus there is an increase in productivity levels when there is more employee engagement through the rewards systems. Employees try to push themselves to exceed the goals when they are able to bag positive recognition for their achievements.
b. Strategic recognitions enable better engagement levels. The process should not be delayed so that the employee morale can be maintained at a higher level (Gutierrez, 2017).
c. Skill development is a need that companies like Hanoi Hat would like to focus on. When rewards are befitting to the skill development levels then the employees would be motivated to work harder towards that. In this manner the effort and time that the employees put into their knowledge and skill development is not overlooked by the leadership and get the respect that it deserves.
[bookmark: _Toc61221873]Herzberg’s Two Factor theory
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Figure 2: Herzberg's Two Factor Theory
This is also known as the two factor theory that says about two factors that can be adjusted in an organization so that motivation can be influenced in a workplace. The two factors are
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These are the factors that encourage the employees to put in hard work. These in turn include:       	
· Recognition: success are related recognition and praise must be provided to the employees for keeping them motivated. The employees who are willing to learn new techniques or processes to leverage present business opportunities must be recognized at Hanoi Hat Company (Kim & Patel, 2018).
· Achievement: employees must be able to get a sense of achievement. This makes their effort worthwhile and lets them feel proud of their work.
· Responsibility: employees must be empowered to independently work towards a preset goal or objective. This would make them more responsible towards their end result which would enable them to own their work. Less micromanagement is required as this would help the employees to hold themselves only responsible for the goals.
· Advancement: this is one of the most important motivation factors. The employees who are willing to learn new cutting techniques in the future must be facilitated for promotion advantages and other perks. These will act as a force to proactively let them work towards newer opportunities. Formal training by looking at proactive trends in the industry can also be conducted by a human resource department so that new requirements can be met at the earliest. These advantages of career growth and advancements would help to bring in the stated motivation that the employees require at Hanoi.
[bookmark: _Toc61221875]Hygiene factors
These are the factors that do not directly motivate an employee but may lead to demotivation if are not present in the workplace.
The hygiene factors mostly include:
· Policies: the company policies need to become clearer and fairer for the employees apart from being equivalent to the competitors.
· Supervision: appropriate and fair supervision is already a part of the culture of Hanoi Hat and this can be improved as possible. Employees much be given a level of autonomy to choose their future and career aspirations.
· Work conditions: the work area should be made more hygienic, safe and fit for the purpose.
· Salary: the salary and monetary compensation aspects should be made at par with international standards who are in the clothing and sportswear industry. The employees must be made aware that as their expertise increases in the new designing and cutting so will be an increase in the salary aspects (Liu, et al., 2018).
Apart from these there are other aspects of security and employee status as well.
[bookmark: _Toc61221876]Acquired needs theory by McClelland
According to this theory, individuals often prioritize the needs in a different manner and some of the needs may not be hereditary but has to be acquired. People who are high achievers often look for sense of achievement. They prefer power and achievement more than other aspects. These factors may not be as important for an average worker. Higher achievers also require constant feedback on his or her performance levels (Reiche, et al., 2018). A team player on the other hand, focuses on the affiliation requirements and looks forward to a social and friendly environment in the workplace that would be free of conflicts and cooperative. Competitive work scenarios may discourage such employees. Hanoi Hat Company must be able to develop team playing attitudes in the workplace so that the customer requirements can be met at the earliest. Apart from this there is also a need to recognize the efforts of high achievers, i.e., those who are able to learn and adapt to the changing requirements effortlessly (Vu & Nwachukwu, 2020).
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Figure 3: McClelland's Need Theory of Motivation
[bookmark: _Toc61221877]Adding value through rewards
The line managers ought to be motivated to adopt the new HR practices so that larger value can be added to the organizational performance. The various value derivations that can be possible due to the inclusion of reward systems are:
· Job performance: The performance of the employees in these challenging and changing circumstances will increase when they would find that they are being rewarded for their good performance. The employees would learn more cutting techniques.
· Employee retention and attendance: reward system through proper Human Resource evaluations by leveraging teams specifically assigned to do that would enable influencing decisions of the employees to come to work as well as remain in the organization (Roehling, 2017).
· Employee commitment: when Hanoi Hat employees would think that the organization is committed to their interests as well as their personal and professional welfare then employees develop better ties with the organization.
· Job Satisfaction: there is a direct correlation between job satisfaction and employee reward systems. When the employees feel that they have been rewarded appropriately for the learning of new techniques that they have made towards the organizational goals then they tend to give similar or even more effort in the next requirement.
The general manager should be able to showcase the fact that as the organization grows it will become challenging for the line managers to be able to address the changing human resource dynamics and requirements (Rothenberg, 2017). For this to happen and to achieve the greater goal of organizational growth it is necessary to have dedicated Human Resource manager and systems in place for human resource development, training and conflict resolutions etc. (Sparr, et al., 2018).
[bookmark: _Toc61221878]Conclusion
Hanoi Hat company needs to have a specialist HR manage to supervise over the workplace requirements related to human resource development, talent acquisition and retention as well as to come in with befitting reward and recognition policies for employee engagement and motivation. The HR manager and team will have to take up the existing work from the administration department as well as the line managers to help establish the HR best practices within the organization. Rewards can be financial or non-financial and on job training systems must be able to communicate the greater organizational as well as employees’ personal and professional development that is possible by them.
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