
Student’s name: Hussien Menay.
[bookmark: _GoBack]Student’s number: 1813599.
Module title: Human Resource Management. LCMB7000.
Lecture’s name: Mary March.

Individual Briefing Statement.

Before any judgement on the criterion that Hanoi Hat Company applies in its rewarding strategy or deciding to what extent the criterion conforms with the international criteria, that, based on the concept of total rewards, it is necessary to understand the key elements of formal reward system in accordance to the concept of total rewards system. Armstrong’s (2015), in his book, Armstrong’s Handbook of Reward Management Practice mentions the key areas such as pay structures, merit pay, as well as contingent pay, and employee benefits. He also stresses on other factors like, internal culture, external economic and competitive environment. However, he thinks that practically it is not easy to make the total rewards system work in a proper way in all conditions. 
Looking at the case study of the Hanoi Hat Company, there are at least three main points to be considered regarding the conformity of its reward system with the International Criteria. These are the organization structure, type of pay and the relationship within the administrative structure. Organization reward system is the most effective element that can motivate the employee for high quality of productivity and the efficiency of the system is totally determined by the department of Human Resource Management which can address in a professional way the issues of intrinsic reward; non-financial reward, and extrinsic reward; financial reward.  In the circumstances of the Hanoi Hat Company which was described as a simple organizational structure of no sophisticated Human Resource Management, it is difficult to the organization to compete the International Market that works in accordance to a deep rooted reward system based on a criteria suck like, pay level, reward structure, and benefits plan as well as incentive methods. As seen from the case study of the company, it was absolutely administered by a structure with no HRM.  So, at the level organizational structure, the Hanoi Hat Company, needs to develop its structure by introducing HMR department so as it can compete in a global market place.
Regarding pay system, the company applied only one method of pay, based on a piece-rate production, which is a part of variable pay system. Depending on only one system of variable pay is not enough, because any international standard, must consider total reward package as Armstrong’s (2015), underlines in his book, Armstrong’s Handbook, of Reward Management Practice, that all aspects of reward should be linked together. In the Hanoi Hat Company, nothing about base salary, or short-term and long-term incentive, or benefits system or retirement system, which obviously indicates that the company is far behind the standard of the International system.
Another crucial point to be taken into consideration is how are decisions taken within the administrative structure of the company. It is clear from the dispute between the General Manager and the Line-Manager over the appointment of a specialist HR Management. The dispute shows that, there is a clear overlap of job within the organization, and the administrative system lacks regulations which define the relations among the various staff members. In other words, the responsibilities of the General Manager and the ones of the Line-Manager are not clearly defined in a way enables the General Manager to take practical managerial steps, therefore the company needs to reform its administrative structure, to cope with the global market standard which enables it to tackles issues related to the productivity, such like rewards and recruitment.
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