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Proactive employee engagement can play a significant role in terms of increasing and organisational services effectiveness in the current competitive market to a large extent. However, the present report will pay attention to critically evaluate the prospects of increasing employee engagement within a Vietnam based hats and caps manufacturing company namely Hanoi Hat. In this concern, the report will shed light on contemporary reward practices in terms of enlarging employee engagement aspects in the company. Moreover, the report will also include the process of pursuing reward practices by the general manager in order to add a fair business value. Apparently, a theoretical consideration will also be provided in this context with reference to the circumstances.


[bookmark: _Toc59870753]Best Business Practices to Increase  Employee Engagement
Employee engagement is considered as the intensity of the duration when the employees feel more dedicated and passionate regarding their jobs and commitments towards the organisation by providing immense effort in their work. It is also considered as an emotional connection between the employees towards their organisation which tends to affect their level of behaviour and efforts in the activities related to the work (Singh et al., 2016). It is mainly considered as an approach for developing the environment of the workplace in which employees care about their own work which can easily engage them. Employee engagement is very important in the Hanoi Hat Company as it goes beyond games activities and events. The process of engaging the employees drives their performance. The engaged employees stay busy with the overall company by understanding the main goal and the way of achieving it. Along with this, it is also helpful for making better decisions (Jha and Kumar, 2016).  Therefore, some of the contemporary reward practices for the Hanoi Hat Company that could be introduced into the business with the aim of increasing employee engagement are as follows:
Employee productivity - productive employees provide more rather than taking.  Therefore, the manager of this particular organisation understands the objectives of the business in a proper way by participating in the affairs of the organisation with hard work and appropriate contribution for the best outcome of the business (Kang and Sung, 2017). In order to get more productivity, it is needed for the organisation to provide a healthy workplace to the employees with proper cultural management and appropriate satisfaction as per the employees. This helps to develop the passion of the employees regarding their work and it provides more productivity. However, better productivity can also help to satisfy the demands of the customer and helps to gain more profit for the Hanoi Hat Company. 
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Figure 1: Other contemporary rewards for increasing employee engagement
(source: Popli and Rizvi, 2016)
Improving the condition of the workplace - In order to improve the condition of the workplace for the engagement of the employees, it is needed for team management to improve the ambience of the workplace, teamwork management, internal communication with proper respect to the members and a healthy relationship among each other. Therefore, all these aspects help to drive engagement and productivity in the Hanoi Hat Company if it is maintained. In the case of improving the condition of the workplace, it is needed for the management to arrange a platform for better communication by maintaining a better culture in the workplace (Albrecht et al., 2018). Apart from this, it is also needed for the organisation to arrange some activities and practices for the employees which can help to maintain a better relationship among the members of the company. On the other hand, the practice of using better risk management tools can also improve the condition of the workplace by alerting before the occurrence of any kind of issue.
Establishing a better future vision - The employers look to provide the employees with better meaning regarding the work which can develop a transparent vision for future work. However, 77% of the employees accepted that it was important to maintain the job engagement and satisfaction for understanding the mission and the vision of the company according to the survey in the Society for Human Resource Management’s annual Employee Job Satisfaction and Engagement survey.  The employees mainly get motivated and inspired when the leader communicates about the vision properly in a clear way (Popli and Rizvi, 2016). In the Hanoi Hat Company, it is needed to maintain the practice of HR by the experts for deploying the onboarding software for communicating regarding the vision to the employees.
Employee motivation - the motivation of the employees is considered as the most essential aspect of engagement. Therefore, motivated employees perform in a better way and provide more productivity for the Hanoi Hat Company. The employees who are motivated become more committed to the objectives and goals of the company. This can help the Hanoi Hat Company to raise its productivity by allowing the company to achieve its output in higher-level (Osborne and Hammoud, 2017). This practice can be very effective for this Hat Company. However, the motivation of the employees can easily be developed with positive communications in the working area by rewarding them for this thing. It is also needed for the manager of this company to look after whether the employees are getting demotivated for any reasons
Understanding the attitude of the employees - the workplace mainly consists of diversifying the set of minds which helps to complete the task of the employees. Therefore, it is the responsibility of the manager to have a better knowledge regarding the aspects and delegating the works to the employees on the basis of their core interest and strength. It is also required for the managers to make the environment flexible so that the employees can work independently in their own way (Stoyanova and Iliev, 2017). However, this activity can be practised in the Hanoi Hat Company which helps in changing the behaviour and the attitude of the employees which can provide better employee engagement and productivity to the organisation.
[bookmark: _Toc59870754]Management Practices to Add Business Value
The General manager is right about her idea that appointing a specialist HR will mitigate the present issues faced by Hanoi Hat. The traditional human resource policy of this company was paying a higher level of wages to the employees (Kaur and Singla, 2019). However, these policies had limited applications due to its lack of dynamite and flexibility. In this context, the General manager can point out to her lion managers that a specialist HR will be able to understand the exact kind of reward mechanisms that will motivate the employees while ensuring higher profits for the company (Besieux et al., 2018). Along with this, the General Manager can also detail the following importance of reward mechanisms to her line managers:
Increase in productivity
The reward mechanism is said to increase the productivity of the employees. A recent study has shown that factors such as stress, lack of dignity, poor working relationships, unhappiness can reduce the productivity of the employees (Eisenberger et al., 2016). The General Manager can point out that over 21% of the employees are demotivated in the workplace and this hampers their productivity. On the other hand, reward mechanisms motivate employees to enhance their skill sets and to enter into a healthy competition with other employees. The General manager can also detail that employees like to be rewarded and appreciated. It has been found that approximately 69% of the employees are wanting to give their best in the workplace if they are properly appreciated (Barik and Kochar, 2017). Thus, having an appropriate employee engagement system is a necessity for Hanoi Hat if it wants to enhance the productivity of the employees.
Motivates employees
The General Manager can brief the line managers regarding the present situation of Hanoi Hat. The motivation level of the employees has reduced to a great extent due to the recent changes in their organizational operation. Beforehand, the employees used to earn higher incentive on a piece-rate system as they were producing similar kinds of products. However, recent contracts with international companies have resulted in lesser production and lesser wages (Antony, 2018). Thus, the General manager needs to point out that the employees are resisting change which is ultimately having a negative impact on their motivation. Along with this, she can also show recent studies which have shown a direct relationship between employee rewarding systems and employee motivation which then leads to more productivity and lower employee turnover. Effective rewarding systems provide guidance to the employees to track their own performance and to improve the same (Mohda et al., 2016). Thus, having a reward system will definitely be the ultimate solution to increase employee motivation and easier employee management in Hanoi Hat.
Enhances teamwork and cooperation
The General manager needs to showcase the results of numerous surveys and studies that have suggested that teamwork and cooperation is necessary for the success of the organization. A recent survey has shown that over 71% of the executives think that employee engagement is necessary for the overall development of the organization (Osborne and Hammoud, 2017). In this respect, motivating the employees through an effective rewarding system will lead to enhanced teamwork and cooperation. Numerous studies have shown that employee motivation creates a certain kind of shared mentality among the employees whereby they can get access to shared knowledge and experience to drive their personal and professional growth. Moreover, the General Manager should also detail that a reward mechanism is often time backed by a performance measurement and management system. This system tracks the employee performance, the level of conflict, level of cooperation and many other things to ascertain the rewards to be given to these employees (Weerasooriya  and Alwis, 2017). Thus, the General manager can aptly point out that the reward system is also necessary for Hanoi Hat to improve team spirit, team cooperation and to reduce conflict within the organization. 
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Figure 2: Reward Mechanism for Employees
(Source: Chandani et al., 2016)
Attracting top talents
Hanoi Hat is expanding its business by entering into contracts with other international companies. However, in order to maintain its competitive advantage and to increase customer base, this company needs to attract more talented employees. In this context, the General manager of this company can showcase the importance of the reward system in attracting talented employees (Chandani et al., 2016). She can highlight that having a transparent and fair employee rewarding system will increase employee satisfaction which will get reflected in the productivity of the employees. This factor alone will influence other employees to join this company. Moreover, having an effective rewarding system will also reduce employee turnover in the company (Wamweru and Makokha, 2018). Thus, it will not only enable the company to retain its existing talents, it will also help it to attract the best talents in the world. 
Long term effectiveness
Employee motivation and employee productivity is directly related to long term effectiveness of the organisation. The General Manager of Hanoi Hat should identify that having a reward mechanism will influence the employees to have a positive long-term outlook towards the future. It will give them the confidence and assurance to improve their skill sets and to provide their best in the workplace (Akingbola and van den Berg, 2019). Moreover, the General manager can also explain to the line managers that the reward system is necessary to create a healthy and productive working environment. This factor alone will improve the overall brand image of Hanoi Hat in front of its clients and other stakeholders. 
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Theory of employee engagement
This theory was invented by William Kahn. According to the theoretical consideration, employee engagement is defined as the ability of employees in terms of harnessing their full self at work (Kwon and Park, 2019). In this context three physiological conditions can be identified which are defined below-
· Meaningfulness
· Safety
· Availability
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Figure 3: Employee engagement theory
(Source: Rothmann, 2017)
Meaningfulness
Hanoi Hat has been serving in the Vietnam market with a simple structure and sophisticated human resource management system where the administration office was responsible in order to deal with the issues with recruitment, dismissal and pay. Moreover, the employees were paid on a piece-rate basis along with developing their internal skills for producing indefinite numbers of basic models (case context). Due to this reason, good wages were earned by their employees. In this context, the meaningfulness of the organisational operations very selected to be satisfied as the employees and cutters paid full attention to engage themselves by harnessing their full self at work.
Safety
The second condition reflects on the safety prospects (Pukkeeree et al., 2020). In the case of Hanoi Hat, the organisational employees were notified to stay in a safe workplace atmosphere where the recruitment related issues, dismissal and others were dealt with by the administration office. Apart from that the personal problems were also dealt with by the line manager of the employees. As a result of this, it can be stated tHat the company had initiated to provide a safe atmosphere for their employees based on which they might be able to bring their full self to the work by avoiding the negative consequences.
Availability
The third condition reflects on the concept of availability in which the employees feel mentally and physically able to harness their full self (Rothmann, 2017). In this concern Hanoi Hat is notified to be contracted by an international sportswear company for producing short runs of special models for specific events such as the South East Asian games. As a result of this, the company had initiated to enlarge its financial feasibility as this contract was highly profitable for the company. In this concern, the cutters also developed their skills of producing each order. Moreover, training was provided to the employees in terms of cutting down the production rate. Due to this reason, the employees were earning less. This factor leads to considerable dissatisfaction among the employees despite having comparable opportunities from the external labour market. In this context, the employee satisfaction and engagement aspects are noted to be down falling which might be upgraded by providing specific reward practices.


The two-factor theory of Frederick Herzberg
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Figure 4: Two-factor theory
(Source: Alshmemri et al., 2017)
According to the theoretical concern, a couple of factors should be preferred in order to increase employee motivation and engagement towards organisational operations including hygiene factors and motivating factors. That theory defines high hygiene and high motivation aspects to an organisational employee in order to increase their engagement towards the company operations (Sanjeev and Surya, 2016). In the case of Hanoi Hat, the company was notified to provide a decent workplace environment by securing relational operational issues and other personal problems with the engagement of the administration office and employees line manager (case study). From this viewpoint a high hygiene workplace environment can be noted.
On the other hand, the requirement of training for developing different skills for producing each order designed differently results in a reduced production rate for Hanoi Hat (case study). This factor also conceptualized less earning for the employees which acted against their motivation and led to considerable dissatisfaction. In this context low motivation was seen among the employees of Hanoi Hat. Hence the company is recommended to apply reward practices in order to achieve both high hygiene and high motivation in their employees.


[bookmark: _Toc59870756]Conclusion
Based on the overall report it can be notified that Hanoi Hat should pay attention to conceptualize increasing employee motivation and teamwork in order to increase their production rate. Moreover, they can also choose the option of contemporary reward practices in order to enlarge proactive employee engagement aspects within their operations. Apparently, the company was also noted to provide a hygiene workplace environment by considering the responsibility of handling issues by the administrators and line manager of the employees. With this factor, Hanoi Hat management will have to focus on mitigating considerable dissatisfaction among the employees due to earning less for requiring training behind each order as contracted by the international sportswear company. Two different theoretical considerations are also provided in this report according to which the employee engagement aspects can be enlarged by the company along with increasing the employee motivation level. as a result of this long-term effect might be achieved by the company in the current market.
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