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INTRODUCTION
This report is designed to evaluate the current reward practices at Hanoi Hat Company workplace in Vietnam. The company makes hats and caps. The Pay with adequate reward is perceived could create motivating effects on the employee’s commitment. The reward management practice according to (Guide, 2020) will encourage critical aspects of employees’ engagement.
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Fig. 1 Hanoi Hat Company Management Team
1.1 HANOI HAT COMPANY MANAGEMENT TEAM
The company’s current flat structured management hierarchy Fig. 1 above, is consists of the General Manager who deals with the planning of budgets and allocation of resources, formulating policies. The general manager also supports the issues of hiring, training of employees, monitoring and motivating staff, managing operational costs, coordinating business operations, ensuring good customer service, improving administrative processes and engaging with vendors. The office administration department is tasked with the company’s day-to-day activities that deal with the processing and record keeping of financial planning, personal planning and development, billings, logistics and physical distributions. The Employee’s Line Manager is a senior employee for the company. He is employed and directly charged with the development and management of employees for the company’s operations. He is tasked with meeting the corporate objectives in a functional area of the company and for making reports to the general manager.
1.2 THE HUMAN RESOURCE STRATEGIES
The employer; for example, ‘The Hanoi Hat Company in Vietnam’ aims to maximise the performances of its employees for its organisation. There are standard various employment laws that protect employers and employees relationships in the Asia Pacific (APAC) including Vietnam. The company needs to identify those employee engagement human factors including: Loyalty as an important employment relationship that encourages the devotion and faithfulness an employee has and exercises to its employer and is believed may reciprocate rewards; Motivation in an employment relationship, involves all of the processes that triggers, guides and ensures goal-oriented performances from employees. It is a natural biological stimulus researched and reported by Salovey and Mayer and published in (Armstrong, 2020) that activates and as researched and reported by Goleman in (Armstrong, 2020, P. 201) emotional, social, and cognitive natural forces that nurtures behaviour which in turn guides and leads to attainments; Commitment in an employment relationship is an interpersonal relationship that depends upon agreed principles of commitment to an (employer) and the (employee). These may include: honesty, and as reported by Robert Plutchik’s Wheel of Emotions (6seconds.org, 2020) trust and disgust – implying embrace and reject, openness and treatment; all of which may arise from being dedicated to a cause of action; and Trust is the employee’s believe in the truth, ability and reliability of the employer or the superior to offer genuine support in the active engagement of their work to their employer.
The combination of the identified modes can assist the company to maximise the dedication of its employees for the effective production processes and activities in its plant. There should be two-ways adequate, effective, consistent and engaging communication between the organisation and its employees to discuss challenges; broadly on the company’s values, vision and the company’s plans and progress for the future.
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Fig. 2 Sourced from: https://www.managementstudyguide.com/employee-engagement-elements
1.3 HUMAN RESOURCES MANAGER
The importance of Human Resource Manager (HRM) in an organisation is highlighted by (Armstrong, 2020, P. 63-72). The main primary roles of HR manager with the help of his team in the company is the responsibility for planning and developing solutions for his company’s success in meeting the objectives through a formal recruitment and development of the right people employed in the company. The company being considered in question, as observed in the hierarchical flat structure in Fig. 1; presumably is a small company. With this company’s small sized nature and small numbers of senior employees come with the overlapping roles and responsibilities. An expansion plan involving employment of specialists HR Manager could be done through a formal management by consultation. Mentoring reported in (Mullins, 2013, P. 193) could be applied as a supportive guide in a challenging relationship in which the mentor offers advice, guidance and support could be a source of help for the management. There is a clear and genuine need to employ a management specialist as HR manager for the company.


1.4 THE ORGANISATIONAL CULTURE
An organisation’s culture; (Schein, 1985) and (Hofstede, 2001) is a distinct way of life with common values, attitudes and behaviours that are commonly adopted and practiced by the society in which the organisation operates – ‘the way we do things here’. The three identified levels at which culture in Vietnam is expressed includes: easily observed Rituals and Behaviours which includes languages, customs and dress code; Values and believes involving working practices where leaders believe and practice autocratic, democratic or participative management approach in leadership and the basic assumptions that involve the way the society operates. The reward management practices mostly depend on the organisation’s culture in the industry and in specific countries. To ensure encouraging performances from employees, there should be a well-established, creditable and consistently operationalised reward system in the company as parts of motivating factors for the employees’ commitments. These may include: Compensation; is regarded as things an employee receives in return for offering his or her work to the company and may include cash payments. Cash payments may include hourly rates pay, salary, bonuses and commissions. Payments to employees may also be in kind and may not always be converted into cash but have monetary values and may include provision of accommodation, company car or free bus transportation to and back from work, and provision of loans at special rates. Paid holiday is another form of non-monetary remuneration the company may consider for it employees
1.5 NATIONAL CULTURES ALONG SIX DIMENTIONS
In his studies of cross-cultural groups and workplace difference (Mullins, 2013, P. 28 - 30) and (Hofstede, 2001) identified dimensions of culture. 
Gerard Hendrik Hofstede’s five dimensions of national culture
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Fig. 3 Sourced from (Mullins, 2013, P. 28)

Dimensions of culture in Hanoi Hat Company’s Management including: Power Distance which in his research (Hofstede, 2001), reported it as the willingness of a culture to accept status and power differences among its members; Uncertainty avoidance he described as the extent to which uncertainties and ambiguities may be handled by a formal rules or policies or instead by a general acceptance of ambiguity in the organisational life; Individualism he reported as whereby people respects themselves as individuals that set out to achieve individual needs and goals; Masculinity is reported as masculine work related goals and rewards such as earning and respect as opposed to more personal and humanistic goals such as cooperation and friendly working climate and Long-Term Orientation which was initially reported by Michael Bond but developed by (Hofstede, 1991) as long versus short term orientation.
1.6 ORGANISATION’S REWARD PRACTICES
The term reward practices include all of the financial provisions made by the employer or a company to its employees and can be in kind and or in cash. In cash; includes cash payments and other benefit packages such as paid holidays and pension contributions. It is sometimes refers to as ‘total reward’.  Another form of pay is remunerations that help attract result driven workers who can work dedicatedly to succeed in a performance oriented work environments. Such practices may include: Cash Pay, Profit sharing, Team based incentives, Bonuses, Equity based incentive awards and Gain sharing. Warnings were sounded about; “The six dangerous myths about pay” in (Pfeffer, 1998). He identified that: “Labour rate and labour costs are equated”. “That lower labour rates will decrease labour costs”. “That labour costs are a major portion of total costs”. “That people work for money”. And “That performance is improved through individual incentive pay” and that “Low labour costs increase a company’s competitive edge”. 
Pay and benefits are designed to encourage dedication and better behaviour from the employees. 
1.7 HUMAN RESOURCE MANAGEMENT CHANGE
Human Resource Management change was suggested could be brought in to Hanoi Hat Company in Vietnam through: Training and Development. Training involves scheduled programmes which enable the employees to learn new knowledge and skills required to improve their performances at work. It is normally designed to allow workers to strengthen the skills that employees need to improve their performances at work. Development is an event constituting a new stage in a changing situation. In the case of the factory under consideration, it may come in the form of acquired and improved skills to do a job in the most efficient and effective ways.



2. GENERAL MANAGER’S DISCUSSION WITH LINE MANAGERS ABOUT 
    REWARD PRACTICES AT HANOI HAT COMPANY
The introduction of reward practices in Hanoi Hat Company remains in the ability of the General Manager to persuade the Line Managers that reward practices can add value by motivating employees to become dedicated and be more productive and lead to the business overall success. The writer (Nelson, 1994) concluded that rewards must have positive impact on the employee performances to the company. He gave example of verbal appreciation or praise by immediate boss in the company for the employees’ efforts and performances to the company. He reported creative rewards by giving stock or stock options certificate of appreciation. He equally gave example of personal thank you. The researcher also concluded that rewards must focus performance on serving the customer, hence having an external focus. 
The three basic decisions for the management to consider are: First, is the traditional salary based pay structures involving how much the company can pay in terms of monetary rewards which can include various pay grades. In this case; the most commonly used guides are: National minimum wage, length of employment and level of performances. Second, is the Broadband structure which is what the company can pay in terms of non-monetary rewards. The third pay reward is the Market-based structure. This structure is based on how much other employers pay employees in the industry. Employee’s position in the organisation is identified and pay ranges are set for each position. 
As published by (Patricia & Zingheim and Schuster, 2007), performance pay or reward practices are explained under the following subheadings: The need for Total Rewards System; Designing a Total Rewards System for an Organisation; Accelerating Business Performance With Incentives; Using the Right Performance Measure; Improving Base Pay; Pay Based on Skills and Competencies and Internet and Paying for Skills.
2.1.2 THE NEED FOR TOTAL REWARDS SYSTEM
The writers (Patricia & Zingheim and Schuster, 2007), offer a model for creating performances and recognition; total rewards system; compensation; benefits; work-life; performances and recognition, development and career opportunities; recognition and celebration.
2.1.3 DESIGNING OF TOTAL REWARDS SYSTEM FOR THE ORGANISATION
This is reported by (Patricia & Zingheim and Schuster, 2007) as a new business strategy of providing a total rewards for the company. This system is designed to provide individual growth opportunities and compelling future stimulants in the company’s appreciations to the workforce. The six principles of creating a Total Rewards System for a company are identified as: Creation of a positive and natural rewards experience so that the employees will have a better understanding and are likely to accept, support and commit to the new rewards system. There may be a reward results with structured variable pay and may be earned year by year and may take the form of equity and cash. The employer should align a clear reward with business goals in order to create a win-win situation in partnership for both the company and the employees. There are reward for individual employee in accordance with their skills and competencies and the ongoing value with the base pay. There may also be an introduction of integrated rewards which can take an overall view of total rewards including benefits, base pay, variable pays, and encouraging individual growth opportunities. There can extension of employee’s line of sight by making their pay the connection to the key measures of business, including customer satisfaction and company financial performances.
There are other reward practices that are believed to be important predictors of an organisational performance. These include:
2.2.1 Customer Satisfaction Monitoring Tied to Rewards;
2.2.2 Employee Stock Ownership Plans;
2.2.3 Individual-Based Performance System;
2.2.4 Regular Expressions of Appreciation by Managers;
2.2.5 Team based incentives are designed to encourage and reward exceptional levels of 
        Achievement; and 
2.2.6 Group Celebrations.
CONCLUSION 
The management of Hanoi Hat Company in Vietnam that makes hats and caps must look forward to globalise their factory activities in line with the International principles. Western world citizens are looking for quality products and at the prices that will not overstretch their limited income. Hanoi Hat Company like many other manufacturing companies in the developing world could present answers to the worrying questions of customers from developed countries. Hence, there is a need for them to integrate some international employment principles that will encourage some Western Countries companies to buy and continue to order Hanoi Hat Company’s products. They need to avoid practices that would not conform to the international standard, especially those that could be used by the pressure groups to go against the factory’s employees human right infringements. An appointment of a mentor will be of a great advantage to both senior and junior employees for the company. His advice as an independent party to the company could provide creditable and an open minded guidance and support for the company. 
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