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1. 
The Hanoi Hat Company manufactured hats of restricted basic models before the order situation modified from large-scale production to the making of rather sophisticated and higher valued hat models for short term projects. The highly-profitable contracting opportunity for the company through the contractual relationship with an international sportswear company required a change of the company's processes, particularly the reward practice. The payment on a piece-rate basis did not serve as an appropriate tool anymore to contribute to beneficial performance management. The latter is a strategy and 'integrated approach' which is aiming at the organisational success through enhancing the performance of the workforce with various instruments (Armstrong,2012). 
The main goal of the performance management serving the Hanoi Hat Company comprises maintaining its above-average growth and increasing profits and sales through the newly-acquired international client.  Human Resource Management (HRM) is based on various theories defining the relation between organisational 'management decisions' and its workforce (Beer et al,1984). In order to enhance the commitment and performance of the employees, HRM needs to identify the company's goals which is reflected the 'commitment theory' (Armstrong,2012). The engagement of the workforce may be improved through applying the principles of the motivation theory. The latter is divided into two concepts: 'intrinsic motivation' (Deci and Ryan, 1985) and the 'expectancy theory' (Vroom,1964). Through applying the expectancy theory to the Hanoi Hat Company, the engagement of the workers is most likely to be improved if the company would focus on the two major factors, namely high motivation and necessary skills (cf. Porter and Lawler, 1968). From this point of departure, these factors can be specified through various practices such as training, an adequate motivating remuneration model, including a performance-related payment focused on the quality, rather than the quantity, other benefits and a clear role perception and structure (cf. Guest 1997) for the workers of the Hanoi Hat Company. 
To achieve satisfaction, commitment, and a high level of performance, an adequate payment would be the major incentive to lift the motivation of the cutters as part of a new reward practice. Reward is a holistic term comprising financial remunerations such as salary, paid leave, pensions, bonus payments, but also non-monetary and 'psychological payments' (Bratton and Gold,2005) which is often referred to as 'total reward' (CIPD factsheet,08/2020). 
Non-financial rewards comprise appreciation for the work done, career development opportunities, and training programmes (Armstrong,2015). The 'new pay' (contemporary reward practices) refers to the contemporary reward practices which focus on enhancing employee performance on grounds of corporate objectives, the payment of market-oriented salary and flexible benefits to gain and maintain a competitive advantage (cf.Pilbeam and Corbridge,2010). This strategy is consistent with the notion that employees are valuable to the organisation and can 'make a difference', whereas the old reward practice (or traditional reward) encompass a stiff payroll administration and job evaluation with no space of progression and the lack of reference to business objectives (cf. Pilbeam and Corbridge,2010).
The current reward strategy of the company is based on a traditional payment practice, namely a  'piece-rate model of reward'.  It is also referred to as the payment-by-result system (PBR) and may have been sufficient enough to achieve the Hanoi Hat Company's objectives in the past. The PBR within the framework of the payment-by-result reward practice is merely advantageous in cases where the company focuses on a high-level of quantity to motivate employees to exert themselves in order to produce a higher amount of goods. The major disadvantage of this concept is, however, that quality may suffer in this framework (Cole,2002) which is particularly not compatible with the business objectives of the Hanoi Hat Company due to its recent developments. Having regards to the time-consuming production of the 'individual' pieces within short-time projects and the necessity of gaining new skills to produce them, the PBR reward system is outdated due to the de facto pay cut the employees experienced. Therefore, the current payment structure is not sufficient anymore to motivate the engagement of the employees. 
A base salary could be introduced to replace the PBR model. This reward option would include the earnings for each cutter for a contracted time period, for example for a 40-hour week. The base salary must be compliant with the legal limitations of Vietnam's minimum wage which currently amount to 3980000 VDN for the Hanoi region (cf. Rödel und Partner,2017). However, an appropriate wage above the legally required minimum would increase the commitment and satisfaction of the cutters which should constitute at least the average wage of what the workers earned within the piece-rate-reward model to restore the overall satisfaction of staff. Strategies that could help to determine the base salary could be market pricing and job evaluation of the particular role as a cutter (cf. Armstrong,2015) in order to be competitive with the macro-environmental labour market. (CIPD,Factsheet,05/2020). The object and purpose of an adequate salary is to sustain qualified workers and as far as necessary to recruit new high-qualified employees. Furthermore, the wages must be reconcilable with the needs and wants of the business, in particular, it must be affordable and transparent. (Armstrong,2015). Moreover, the basic remuneration could be administered effectively and is sufficient to support the organisational strategies set out above. The base salary should be equally paid to all cutters. The positive response of employees to the implementation of a base payment can be found in recent findings of behavioural science. (CIPD,Factsheed,8/2020). 
The engagement and performance of the workforce may increase if the bonus scheme applies for each project assigned to the Hanoi Hat Company. This may also enhance the business goals of increasing sales and growth. Moreover, a performance-related bonus scheme interlinked with the company's order situation would be affordable and calculable. The adoption of a project related bonus payments for adhering project deadlines and meeting the standards of the product quality may not only increase the engagement of the workers but satisfy the needs and wants of the stakeholders (for example, the client of the Hanoi Hat Company) at the same time. Hereby the company would recognise the achievements and performance of the workers of the Hanoi Hat company for each project either individually or as a team. This approach is consistent with the concept of strategic reward which is based on the notion that reward strategies are designed to promote employees needs and wants as well as organisational interests (CIPD,Factsheet,05/2020). 
Noteworthy, performance-related reward practice could also create detrimental effects, inter alia impeding teamwork, but also create dissatisfaction in cases where employees cannot influence the outcome of the evaluation leading to the bonus payment. (Torrington,et.al,2014). As stated above, a complementary bonus scheme for team achievements could eliminate the impacts on teamwork. Furthermore, clear guidelines and instruction regarding the timeframe and the quality of the product may compensate potential dissatisfaction of evaluation results. 

Financial incentive schemes can be useful to increase the level of performance of the workers with a short-term effect. In the long run, however, non-monetary incentives inter alia (extra) paid annual leave, vouchers, formal recognition of the competences and achievement (such as the 'employee of the month' in combination with gifts for repeated awards) can be utilised to ensure employees remain motivated and attract new skilled workforce. A total reward concept may be integrated as an approach to enhance the business objectives in the long run in various ways. This non-financial reward approach which involves all tangible and intangible values could provide the workers of the Hanoi Hat Company with an appropriate work/life balance through the restriction of overtime, flexible working options, and a procedure in place to raise personal concerns and issues (cf. CIPD,Factsheet,5/2020) .  Moreover, the cutters of the company need a clear and transparent career development opportunity associated with a training programme giving employees the possibility to further their career if desired (cf. Armstrong,2015). Promotion opportunities to become a team leader or even a line manager could be potential career development prospects.  These additional incentives stress the value of each individual worker constitutes for the business regarding the psychological impact which increases the general satisfaction and the comfort factor of the employees. Benefits such as private health-care insurances and a pension scheme will have manifestly a life-enhancing impact on the employees. 
As a result, a combination of base salary, team and individual bonuses, long-term incentives (financial benefits and non-monetary rewards (cf.Longnecker, Petersen, and Hitt,1999) may be key for the Hanoi Hat Company increasing the engagement of their employees. This reward strategy is linked to the goals of the Hanoi Hat Company (cf. CIPD,Factsheet 05/2020) and shall be adopted in a transparent and equal pay system which needs to be communicated to the workforce comprehensively and clearly. Since the bonus scheme is interlinked with the projects the risk management of the company is quite manageable. 

2. 
For the inevitable reorganisation of Human Resource Strategies (HRS) it will be essential to align the line manager of the Hanoi Hat Company with the business strategies. The 'best-fit approach' may be a strategy that the company should consider since depends on the situation and type of the organisation (cf. Armstrong, 2012) .
The best-fit approach reconciles business strategies of the organisation with HR strategies as an instrument of vertical integration and provides two models which can be adopted, namely, the 'life-cycle-model' and 'strategic configuration' (Armstrong,2012). It also essential that the aforementioned reward practices will be integrated on a 'horizontal' level including the alignment of general HR policies and external factors, such as adhering rules and regulations (CIPD,Factsheet,05/2020).
Given the fact that the Human Resource tasks in the previous work environment was simple structured and implemented partially  by the administration office, (including recruitment etc.), and by the management. The 'life-cycle model' is most suitable to be related to the Hanoi Hat Company on the basis of its development and current circumstances. As described by Buller and Napier (1993) HR operations were loose and simple structured, in some cases even informal and performed by the administration and in some cases by the founder. As the company develops and moves from the introduction (or "start-up phase) to the growth stage with increased sales, production, and markets a more sufficient HR structure is required to deal with higher demands in various HR areas lifting the weight of an overstrained founder and mangers. (cf. Armstrong,2012). On grounds of the 'Life-Cycle-Model' the Hanoi Hat Company finds itself on 'high-growth' stage. Hence, HR innovation is particularly essential in the areas discussed above, namely 'talent management', 'performance management', 'learning and development', and 'reward policies' (Armonstrong,2012). The necessity of gaining and maintaining a competitive advantage as mentioned in the framework of reward strategies can also be addressed with the best-fit approach in accordance with Porter's Generic Strategy Model, including innovation, quality, and cost leadership (Porter,1985). The objectives of the Hanoi Hat Company as demonstrated above are focused on the delivery of high-quality goods and should take cost leadership on the agenda to achieve the highest outcome and match the needs and wants of its workers with business strategies (cf. Schuler and Jackson,1987).
Having regard to the opposing stance of the line manager to the proposed HR reforms persuasive efforts must be made to clarify the business objectives and necessities. Due to the cultural characteristics of the Vietnamese society  this may pose a considerable challenge to the HR manager. 
A major hurdle might be the 'power distance' which is considerably high in Vietnam according to 'Hofstede's cultural dimensions theory (Hofstede, n.d.) .The latter constitutes a model, developed by Geert Hofstede analysing numerous cultural values, including individualism-collectivism, uncertainty avoidance, power distance, masculinity, uncertainty avoidance, long term orientation, and indulgence.  It is based on the principle that every culture comprises different values  with various degrees of intensity which determines the societal and individual behaviour originated in the field of cross-cultural psychology (Hofestede, n.d.)
Particularly, the power distance reflects the acceptance of individual members of the society that power is allocated unequally (Hofstede,Country Comparision,n.d.) . While Vietnam's score is quite high which underlines the high approval of the hierarchical structure of society. Power distribution is considered by individuals as a natural and inherent with no room for questioning inequalities (cf. Hofestede,n.d.)
The line managers of the Hanoi Company enjoy power which is inherently allocated to them. A change in HR structures is perceived as an attack on structural power relations between the HRM, the line manager and the workers.  
Individualism is another factor which needs to be highlighted in this framework. This dimension emphasises a low degree of independence of individual members of the Vietnamese society. In this cultural context, the society is placing the collective above individuals who is required to be loyal to the group (Hofstede,n.d.). This leads to clear separation of the 'management' group the 'employee group', particularly in regard to hiring and promotion. The line manager of the company may also consider the new reward practice in this regard as an attack on the prevailing value system, without influence on the reward practice. 
 Additionally, the  implementation of the new reward practices can be challenging in regard to the  'masculinity' dimension of the Vietnamese society which indicates the attitude towards competition, achievements and, success. The Hanoi Hat Company is growing and focusing on sales. The industry rivalry, therefore must be observed and strategies need to introduced to gain and maintain a competitive advantage and capitalise on different markets. Vietnamese society is classified as a 'Feminine society' according to Hofstede (n.d). However, some aspects of this cultural trait such as the value of solidarity and quality of the working environment, and favored flexibility and free time can be implemented in the reward strategy (as demonstrated above).
Beer and its peers from Harvard school stressed the principle that line managers are an essential part of Human Resource Strategies by taking over more responsibility through aligning business objectives and strategies and implementing HR policies (Armstrong, 2012). Vietnam is facing economic and societal changes which impact the labour market (Rödel&Partner,2017). Although the country is still influenced by patriarchal structures it is modernising slowly adapting to western culture (cf. Grogan,2018)
The contemporary philosophy of HRM is based on the notion, that employees as 'human resources' are a valuable asset to reach the business objectives rather than a 'variable cost' (Beer, 1984). The development of this philosophy is nowadays an integral part of Strategic Human Resource Management  in the Western world, although it was perceived as a pioneering approach in the 1980s (Armstrong,2012). The Vietnamese culture has its own pace of development of this modern view and contemporary facing a transition phase becoming a modern country paving the way for the application of Strategic Human Resource Management (SHRM). However, it must be stressed out that cross-cultural differences should not be overrated in regard to the implementation of HR strategies (cf. Armstrong,2012).
In practice, captivating the line manager regarding the new reward system may start with an educational session about the basics of SHRM regarding the significance of employees for gaining and sustaining a competitive advantage for the Hanoi Hat Company over its rivals, particularly if they are equipped with relevant experience, knowledge and skills which may qualify them as being 'valuable, rare, and difficult to replace(cf. Barney, 1995). 
The approach of giving line manager more responsibility to implement HR policies which are aligned with the business objectives may constitute the convincing argument to win the line manager over for the new reward practices. It is required, to clarify the business strategies and objectives as an initial step to underline the importance for the organisational success. 
In order to achieve these goals, the Hanoi Hat Company could deliver Human Resource Management in accordance with the three-legged stool model to contribute strategically to the company's goals (Armstrong,2012). This structure divides HR responsibilities in three segments, including (1) administration section for basic support, (2) strategic business partners to who work with the line manager to transfer these goals in small units of the business and (3) a centre expertise for various areas such as technical knowledge, reward and resourcing (Heery, and Noon 2008). 
In accordance with the three-legged stool- model, the company could designate the new specialist HR Manager to a HR Business Partner and communicate clearly to the line manager the supportive task of the HR partner with the organisation's leadership.  
HR business partners are HR specialists who develop and implement strategies commensurate with the organizational goals contributing to its success (Armstrong,2012). HR business partners are often referred to as 'strategy partner', 'employee champion' and 'change agent' due to their bridging function between business strategies and goals and support for implementing these into the operational departments of the company with an understanding for the complexity of the employees' needs and wants (cf. Heery, and Noon 2008). This new role could help to implement the new reward practice most effectively in cooperation with the line manager. 
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