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HANOI HAT COMPANY’S HUMAN RESOURCE PRACTICES

Hanoi Hat Company’s Human Resource Practices 
 The Hanoi Hat company located in Vietnam mainly focuses on making hats and caps. At first, it had decided to focus on the production of the basic requirements of the basic models and later changed.  Its organization was straightforward, and there was no need to adopt the HRM, payments issues, and the recruitment ones were catered for by the administration. Regarding employees, their issues were handled by the line managers who were concerned with the day-to-day activities in the company (Buchanan, & Huczynski, 2010, p22). Therefore, though the line managers disagreed with the HRM's introduction, there rose the need to promote employee reward management and help them get engaged in the company's day to day activities.
Employee engagement is a workplace activity that is due to the right conditions of the workers. It enables these people to give the best, become committed to their work, and contribute to the organizational success that has got a sense of their well-being. Employee engagement is possible when the managers, employers, and governors, do the requirements, motivation, and other possibilities for proper management. It can increase their working power (Obedgiu, 2017, p1986-990). Therefore, the management of the Hanoi Hat company must meet the requirements to make the workers get engaged more in their work at the company. 

Contemporary reward practices that could be introduced into the business to increase employee engagement.
MSG (2021), recognizes the many beneficial effects from an efficient management reward system through performance, and that reward practices when ministered under the right condition can be a vital source of inspiration. Furthermore, an effective reward system should relate to the performance development system, which concentrations on performance-based pay and offers sufficient learning prospects along with a healthy work atmosphere. 
According to Tung (2016, p50), the managers' critical part and the owners of the business at Hanoi Hat company are measuring the worker’s real-time engagement. That is to say, having a measure of what matters most for them in the business and having a comprehensive view of the noise concerning the company's data. It can only be possibly done through doing research-based surveys like the Xoxoday Empuls' which is the best accurate measure of proper employee engagement. The measure is the best tool for all the organizations' managers to measure employee engagement due to their eNPS.	
The other reward activity to enable employee engagement at Hanoi Hat company is to give them a chance of moving literally in an enterprise. Sometimes, employees are mostly young, who are just figuring out their potential career paths. If a given team of members gets something unique at a given company that they feel they are passionate about and want to pursue, they should be availed with a road map that can guide them (Buchanan, & Huczynski, 2010, p22). Therefore, it is a tool and means of maintaining the young and very well talented ones who might have abandoned the job in some way since it motivates them like what is seen in the motivation theory.
[bookmark: _Hlk56999592] 	More so, employees in this company should be given much responsibility and not just tasks to handle. Working at a given company that puts effort into morale is an exciting insight into how employees can be engaged more. In cases where the coworkers are highly devoted to their work, the states of flow are abundant, and it is when these people are availed with the real responsibilities at their workplaces. On the other hand, this thing can never be confused with availing the team many tasks to do (Obedgiu, 2017, p1986-990). What should be taken seriously is that they should be given projects and specific initiatives to take ownership and help them knock out of the pack. People are goal-oriented, which is inherited; therefore, when they are given certain things worth achieving, it can easily be seen that these people can be highly amazed, and they are purpose-driven. 
The next item that can be done at Hanoi hat is getting the health and wellness programs at the workplaces in order, which is taken as human capital in human capital theory. As seen in the word of Kevin Sheridan, the author of the best-selling New York Times of the so-called Magnetic culture, he has done a great job in helping some companies to improve their cultures positively and improve their engagement productively. When he was interviewed on how companies should do their work to help employees engage in the workplaces, he gave the given information. Research has been done on how improving health and the well-being of people improve workers' productivity, not only but also help lower downturn over since the stress at (Kaufman, 2012, p12-36). More so, the organization should also choose the wellness programs and make them their own, which align with the work team. For instance, if a business office is filled with natural foods, managers should consider daily market excursions. If workers like fitness, then it can be held. 
The other practice which can be done is making the employees access the information insides the Hanoi company. If the company owners are interested in team engagement, they should make workers get more information and get involved in the company's daily activities. They should be availed with the inside company information and must be up to date. For instance, they must know the direction, the leadership, and what issues are being faced by the leadership team in a given company, like in the AMO theory where they should have the ability to participate (Radhakrishna and Satya, 2015, 143).
Additionally, the management in this company must put in place a motivational office speaker. To shake up the workday very interesting and motivational like in the motivational theory, there is a need to begin a blessed Monday by inspiring the workers (Pilz et al., 2014, p7). Maybe the workers can easily and greatly be motivated by a given workshop which is creative and strengthens the relationships between the workers and the bosses. Therefore, they can be grateful for this opportunity to grow and get more knowledge from experienced people. Since they come out when they are focused and energized, to handles their work.
[bookmark: best-culture-and-environment]The organization leaders at Hanoi should put a standpoint for workers and be proud of it. For instance, Irene Becker, who was taken and voted as the top among the 100 employee engagement experts, suggests that when answering a question. In her word, she answers how the company can maintain and positively engage workers and help them engage at times of low productivity (Conaty & Ram, 2011,24). She says that employees should be shown care, and the organization stands with them in something they are highly proud of. They should be vested with meaningful, purposeful information, and the company knows that success is what they all need. More so, the company should make sure that mentors and managers are given coaching to inspire and bring the best in the employee's minds and ensure that growth structures. Furthermore, they should make it possible to avail the committee of the best information centered on the business's goal to maintain the employee’s engagement.
 The organization should do a lot in preventing the Sunday fears with the so-called Monday trivia. It is not a secret thing that most of the Sunday fears strike employees before they go back to their workplaces on Monday. The best way to avoid and prevent this is by availing employees with the morning activities to motivate them at Hanoi. The workers should submit their responses during the daytime. The results can be delivered the next morning. These steps can be the best ones for motivating these workers and organizing them, as in the organizational theory.
 Hanging out with the workers on the edition swag can be among the rewards to make them stay and engage in the company's activities. They can celebrate their work anniversaries and do the ceremonies of the achievements by giving them edition swag.  The available scarcity could make the companies give ways a more desired chance and make employees motivated and enable them to reach their set goals (Buchanan, & Huczynski, 2010, p22). It can be done by making yoga mats for the workers characterized by motivational questions for the planning business. If the company has got workers who work remotely, they can be availed with tasks from the home swag to rocking their swag around the town. The company can make hoodies and duffels with designs that reflect the company’s retreat themes annually.  
 	The workers should be provided with ongoing coaching and training in this company. For instance, in studies made by Deloitte (2012), it is clear that retention is 25% better for the employees who get themselves engaged in the mentorship of the company sponsorship. Some organization members might feel like getting trading and mentorship outside the organization, and others will need to get it from the managers (Conaty, & Ram 2011, pg 24-27). The companies can give them weekly training to discuss the possible strategies and all tactics which can help all the workers improve on their work and have fun all the time. For instance, companies should listen to the views of the cultural experts of the man known as Kelly Keegan on the brand builder called the podcast.
 	Furthermore, the company’s coworkers should highly be praised, it should not be only for managers to praise the workers, but the coworkers can praise and congratulate them. In remote workers, the management can employ the commonly known as the recognition software, which can significantly improve the employees' engagement and improve the fellow workers by praising them, which is a breeze like motivating them.
 The managers and the leaders of the organizations should conduct weekly request songs. For instance, it might be a Friday, and the office is united once. Therefore, these employees will share and love to enjoy the best songs with their fellow workers (Lunenburg, 2011, p15). More so, these workers should be given a chance to lead and chair the weekly meetings in the organization or workplace. Therefore, he must have the responsibilities shared among the workers by giving someone a chance to lead a given meeting like do it weekly or monthly to enable sharing of work.
 	More so, these workers should learn and get engaged more in the company's work by giving them a chance to think big in Hanoi. A given learning club can be put in place to enable these workers to select the videos and books that are work-related and make everyone get to do the work in a joy-full way. A given day can be put in place by the bosses to let them discuss the read items and what that item implies to their work.
Considers how the General Manager can persuade the line managers that introducing these reward practices can add value to the business for this case let use discuss basing on Hanoi company.

The role of a line manager is fundamental in employees’ motivation and the way they commit and engage to their employers. It further says that it is true however, that employee does not vacate a job, but leaves a manager (Paterson, 2011).
The line managers can only be persuaded that these reward activities add value to the business by pointing and explaining these rewards' roles and contributions and how they improve value (Johnson, & Guetal, 2012, p1-10). For instance, providing workers with training is essential because it adds knowledge to these people. Knowledge is applied in the business's daily running and can positively add value to archiving success. The other way the line managers can be persuaded in having a business plan, it must contain what rewarding the employees is all about, the value it adds to the business, and how these employees add value to the business due to the reward system (Obedgiu, 2017, p1987). Therefore, when these line managers have been availed with the business plan, it is a direction on enhancing the development of the business. It furthermore attracts many investors who might have some interest in the business too.
	The managers should also show the line managers that the workers highly require these rewards, and they highly demand it in words (Pilz et al., 2014, p7) in Hanoi Hat company. It can be through applying the statistical information got from the few workers who have been interviewed, which can show that there exists a massive need for a given requirement in the workplaces. Furthermore, the line managers can be persuaded by showing and displaying the possible results from the few who had been motivated. Here, some businesses sometimes face issues requiring sport like money for different people, yet they require possible customers to avail themselves with money. It may seem to be a vicious cycle.
  	It is the managers' role to get advice from the line managers; instead of asking for any help like money help, they can call to ask more or get advice regarding the management of the employees and how their rewarding can add value to a given business. Nevertheless, this can only be possible through maintain the relationship first in the first case, which makes these managers more willing to offer help to the real business manager. It is also a way of finding out certain loopholes in the business plan and n how they can be avoided (Pravin, 2010, p133). The managers should be able to persuade the line managers and provide certain items that can make them believe that rewarding adds value to the business or an organization.
[bookmark: _Hlk56923957] The managers also have to do the pitch, which is a return on investment. While the line managers may believe in this idea of rewarding the employees, it is still the same case that they are only interested in the final results or the value these rewards bring to the organization. Therefore, it is essential to highlight the added value (Kaufman, 2012, p16). Therefore, when all that one does not, it is important to have the line managers’ role in the business since they are the tools to the business's success.
To make an impression is to clearly illustrate how and when you will get them their return on investment.
[bookmark: _Hlk56923753][bookmark: _Hlk56924001] According to Tung (2016, p50), making these managers follow-through is the other way. Even when they try to get some attention from the line managers, they have to get actively involved in and convince these managers is a long process. Therefore, they should be convinced early to help and do the necessary support needed. Employees should be given a picture of how rewarding the system works and roles are in achieving the organization's goals. It is because they line managers perform record management such as HR managers come up with a particular reward framework which a is a tool for full range for the need required tool for managers in rewarding, driving the business goals and a lot more others, (Radhakrishna, and Satya, 2015, 143). They give coaching on a particular area that requires improvements. Furthermore, they are not only involved in reward management but also in financial management. Therefore, the managers should be able to convince and persuade the line managers since they do a lot towards the business's success.
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