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Executive summary
This assessment is to understand the current issues in human resources management in Hanoi Hat Company. Highlight HRM policies and practices aligned to achieve companies’ goals. Considering the possible decision and reward practices that line managers could introduce at General Manager advice. 
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This report responds to new trends in personnel management that is the recognition that staff evaluation and reward, as previously called, or performance analysis, as we believe it should be called today, must be adapted to new trends in administrative management and human and company changes. 
In this sense, there are organizations that focus more on people's development and commitment than on short-term models of reward and punishment based on boss control, especially if we intend to have organizations where productivity and competitive advantage predominate for long-term. In other words, it is about building smart organizations, with a less individualistic culture, more teamwork, where there can be a general satisfaction of all its stakeholders and a real use of all intellectual capital and of the full potential.
The motivation of this report is to deeply address the issue of Hanoi Hat Company related with non-existing HR department and the role of HRM in a company. The goal of this assessment is to see if the forms of motivation are used by companies, in our case which ones will work for Hanoi Hat Company, and if they have any importance to achieve cohesion within the company that allows it to create synergy and change actual behaviour of the employees and line managers, and thus improve their performance.
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Analysing the bibliographic sources, this report came to identify some elements that are important for employee performance. In this context will be presented, analyzed and proposed/suggested process improvements.
This assessment is divided in 2 main parts. The first part of this report shows the concepts of organization as a system and all it various elements, the methodology used is the literature review. The same part describes the human resources management and its role within the company. 
The second part it is about people motivation and the applications in the Hanoi Hat Company. Also introduce the topic of rewards and incentives, and their forms and possible uses that will serve to deliver the strategic aim of the company. This real case was studied to show how the company work and how in its structure the human resources management operate, the role of resources in the organization, their use and transformation for the production process of a product or a service. 
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The human resources approach involves abandoning the classical approaches according to which staff functions are isolated from each other, to adopt an integrated vision of human resources management. This for the line managers of Hanoi Hat means to recognize the importance of an HR department. 
Another important change with the new conception of human resources is the introduction of the concept of skills and/or competences. Traditionally, it has relied on defining the organization's jobs to identify the traits of people who should cover them with guarantees of success. In our case for short-term and on its beginning Hanoi Hat employees where specialized on basic models and they were performing very well, but with the company’s growth that skills and/or competences diversified. 
The General Manager of Hanoi Hat need to find a proper way to translate to the line managers that a specialist in HR is indispensable for a growing company. The Human being does not live alone, but in continue interaction with his similar ones. In the human interactions, both parts are related mutually, one influences the attitude that other one will go to take, and vice versa. This are the main reasons of having a special department in the organization that can understand the people and the company`s goals and the way to match this two.
Cooperation between the departments and levels is essential to the existence of the organization. A business exists only when there can communicate and who are willing to contribute to action, with a view to fulfilling a common purpose.
The literature review (Purser, R. E., & Cabana, S., 1998) leaded to the following structure, that will show how an organization work and is divided in subsystems, according to the aim of this repost this is one of the basic concepts that the General Manger should inspire to the team, especially to the line managers. 



	Objectives and Values Subsystem 
· Culture
· Philosophy 
· General objectivesAdmin Subsystem
Goals, Plans, Integration, Organization, Implementation and Control


· Group objectives
· Individual objectives

	Technic subsystem
· Knowledge
· Technics
· Equipment
· Installations

	Psychological Subsystem
· Human resources
· Attitudes
· Motivation
· Perceptions
· Leadership
· Group dynamic
· Communication
· Interpersonal relationships 
	Structural subsystem
· Tasks
· Flow
· Teamwork
· Authority
· Information flow
· Policies
· Procedures


The organization system. Source: own creation after literature review.
According to this system different movement in the companies needs new information, in our case the first international contract, mainly information about the new environment, with the aim of reducing the risks. In any case all this information should be filter by the personnel. Competitive companies in the same industry, one of the risks of Hanoi Hat in loosing employees, can have different view and approaches. All these differences help to better understand the industry and international aspects, and in the same time the various business system in the same industry.  
For the line managers, the personality to contribute with action means, especially, disposition to sacrifice the control of the proper conduct for the own good of the coordination. This contribution turns out to be influenced also for the system of rewards and contributions applied by the organization. The success or failure of Hanoi Hat will be determined by the quality of interactions that is develop among their members.
The HRM is one that has to do with connecting and improving people's skills and abilities, with the factors around it within the organization, to achieve the individual benefit, the organization, and the country. 
The role of Human Resources describes its functions and the importance of its implementation for the proper functioning of the organization. Having a HRM in Hanoi Hat Company will means an specialized personnel that will have the responsibilities to analyse people within the organization and the importance it has for it to create a good HR department, which will allow workers to increase their commitment to the company, as this translates into a higher performance both individually and organizationally in the environment that is immersed, higher performance with the international contract.
The main goal of an HRM into Hanoi Hat will be the improvement of performance and the contributions of the employees to the company in the context of ethical and socially responsible pursuit.
In any case the success of this contract or generally the business will be the aim to reach the highest results and like a General Manager to know to obtain them and to lead the team to its achievement. In the background have a set of resources, congruent ideas, clear and accessible, which through its good implementation would lead to success. This would not be possible if HRM does not have the ability to hire the right people for the position, motivate them, evaluate them, and develop them to give the best possible use to all the resources of the company.
On the leading positions must be the HRM, helping the business to make the necessary changes at employee level, considering that the approach to which society is directed is changing and therefore focused on people and growing interest in improving quality and commitment to work, ensure the importance of rigorous HRM in Hanoi Hat Company.
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To achieve the goals, the knowledge and the motivation are one of the most important factors in employee’s optimal performance. The process of developing motivation is generated of the need of satisfying the balance of life and/or work. (Pardee, 1990)
In a business to reach the success first need to be achieved the performance and individual success of each member of the team. Next, in this report will be a brief reference to the main motivation theories. All of them are focused on analysing, stimulating, and orientating all the teams in a company. Each of these theories is having their own assumptions and conditions to get the expected result. 
· Theory of Needs – Maslow (Neher, 1991): in 1943 Maslow (Maslow, 1958) said that human behaviour is influenced by its needs. Peoples life is a full of needs, starting from basic till the higher ones which dominate their behaviour. 
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Source: CINODE (Haeger, 2020)
· The theory of 2 factors of Herzberg: this theory puts in front the person like individual – a proactive human, which is orientated to his own personal objectives, and for this individual the work environment is fundamental. After his research, his theory consider that to achieve satisfaction at the work place needs 2 distinct factors. These factors generally do integral part of the performance of the charge and they are related to the highest needs of the hierarchy of Maslow. The factors are: achievement, recognition, responsibility, integral growth in the work, between others. Herzberg considers both the external environment and the work itself to be important factors in human motivation. Herzberg defines a theory of two factors namely:
· Hygienic factors
· Motivation factors
· The goal setting theory: the relationship between goals and performance is directly proportional to feedback, commitment, self-efficacy, belief of man who can perform a task. The author Locke (Locke, E. A., Motowidlo, S. J., & Bobko, P. , 1986) posits that conscious "objectives" and intentions are the main determinants of behaviour. Once the person starts doing something, they do it until they finish it. The attempt plays an important role in goal-setting theory, as attempting to work towards a goal is an important source of motivation at work. Locke says the degree of difficulty of the goal has a positive relationship with the effort that is applied in meeting the goal.
There are more than these 3 theses in the literature, but I found them relevant for our case. In general, the more difficult is the target, higher expectations of performance, assuming that the person is compromised by them and has the precise skills to carry out them. In Hanoi Hat if the employees will accept the targets is very important in any discussion on the efficacy of the fixation of goals. A method to improve the acceptance of the targets and motivate them it`s very important, is to allow to the individuals to take part in the fixation of the same ones.
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Considering our case, we think that the creation and implementation of effective incentive plans, it is something that needs serious studies and a suitable implementation. For this, the company must compromise with a plan, that depends on the situation in which it is. 
That is to say, the incentive plan that a company implants must be a chord to his title and to his needs. This performs vital importance, because the incentives do not serve if the form is not the correct one. It is by this that Hanoi Hat Company new international contract faced fails in the organization management and teamwork. 
What will work in our case, because it`s an project with different models then the basic one that employees did till this moment, will be an reward plan per group/team and not per individual. This plan has several ways to be implemented, the first is when a production criterion is established for a specific working group and incentives are paid to members if the group exceeds that criterion.
There are other forms of implementation, one of which is to determine the working standards for each member of the group and keep track of the production of each of them. There are three ways to make the payment to the group of employees: 
1. Receive the salary obtained by the person who produced the most
2. Receive the salary of the one who produced the least
3. Receive a payment equivalent to the average salary of the group.
Another way - is to establish a production criterion based on the results of the group as a whole: all members receive the same salary according to the level of parts determined for the group position. The group incentive can be determined by a per-piece rate or the hourly production plan.
There are several advantages to using a group plan: 
· The work of individuals working in the same area are interrelated, in which case a worker's performance reflects not only his own effort but also that of his peers, so the group incentive would be fairer. 
· It would help everyone's collaboration in the group and opaque the possibility of a freerider. 
· Team plans also strengthen the group's planning and troubleshooting and encourage collaboration.
The main disadvantage of group plans is that each worker's rewards are no longer based solely on their own effort. To the extent that the person no longer sees that their effort produces the desired reward, a group plan can also not be as effective as an individual one.
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In conclusion, the roll of the department of human resources is fundamental for the coordinated and successful functioning inside Hanoi Hat Company, it is important for the line managers to emphasize that it is a tool to achieve the goals of the organization. This department must carry out a series of functions across, carry out part of line manager responsibilities and administration and leave them more time to focus on their specific tasks. Also, to reach a synergy between the employee and the organization manage to complement each other aligning to the own targets and the advantage of the managerial goal.
Having been related to the concepts of motivation, we realized on this report that their knowledge is of dynamic importance if the GM want to have a good management of HR, since it`s the motivation that leads the individual to act in a certain way, decided on a strong behaviour towards a goal and as we said, a company that manages to align the conduct of its employees with that requires the company to comply with the goals, in this case the Hanoi Hat will have a competitive advantage that will bring great benefits. 
On the other hand, it is important to note that there are different ways to achieve motivation, it can be through clear objectives or also with rewards, but this is not the fundamental thing; the company must commit and be consistent with the motivation policy it decides to implement, because only then will the company see the results.
Hanoi Hat must decide how it acts with respect to the workforce, depending on its mission and vision, so that the HR department has an important role in meeting the company's overall goals.
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