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Human Resource Management (HRM) refers to the practice and strategic approach to managing people in order to maximize employee performance and gain competitive advantage. It refers to the process of hiring, selecting, and inducting employees. HRM is responsible for providing orientation, appraising employee performance, imparting training and development, maintaining effective employee relations and so on. The HRM is also responsible for administering employee benefits. It is the HRM that ensures the engagement of the employees. The engaged employees are believed to be more productive (Boon et al. 2019). The company performance is optimized by the HRM as well. The company's workforce is, therefore, developed by the HRM. This study is specifically concerned with the HRM practices that could be adopted by Hanoi Hat Company to increase employee engagement. 
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Reward practices are adopted by organizations due to various purposed. Therefore, Hanoi Hat needs to understand the importance of specialist HR managers in implementing an effective reward system. Reward system would effectively contribute to developing a better employment deal. An effective reward system would enable the company to retain talent and reduce turnover among the employees. It is important for the HRM of Hanoi Hat to implement two forms of the reward system and these are extrinsic reward and intrinsic reward.
Extrinsic rewards:
· Bonuses: Hanoi Hat might use this reward system annually in order to win back employee motivation. Bonus is believed to be one of the effective means for increasing employee motivation and it maximizes employee performance as well. It is important for Hanoi Hat Company to use fixed bonus system to eliminate bias. While implementing the bonus system, it is also important for the company to understand the needs of the employees (Kuvaas et al. 2017). This form of reward system leads to healthy competition among the team members and employees. The bonus increases the engagement of the employees and motivates them to increase their contribution to the business.
· Salary raise: This form of reward system is believed to be the outcome of efforts and hard work of the employees. Salary raise is the consequence of acquiring and attaining academic certificates or new skills. Salary raise is considered as an appreciation for employee performance and it generally comes in the form of yearly increments. This reward system might be effective for Hanoi Hat as well (Locke and Schattke, 2019). It would enable the company to boost the morale of its employees. High employee morale leads to improved productivity for a specific period of time. It creates a competitive workforce within the organization. 
· Gifts: This is a short-term reward system and observed as a token of employee performance appreciation. Gifts come in the form of an extrinsic motivation when employees achieve the desired goals of the organization. Hanoi Hat needs to implement this reward system in order to provide the employees and staffs with clear vision. It is one of the most effective ways to stabilize and increase the efforts of the employees to achieve higher attainments and returns (Vilnai-Yavetz and Levina, 2018). Gifts are usually monetary reward which comes in the form of gift cards, which enables employees to make a luxury purchase.  
· Promotion: This is the most effective reward system. Promotion generally has a long-term impact on employee satisfaction Hanoi Hat might use this system to elevate the position of the employees and describing their responsibilities and efforts with a specific title. The promotion system is, therefore, vital. It is imperative for the managers to be more responsible while promoting an employee to a superior position (Makki and Abid, 2017). This reward system enables an employee to trust the managers and therefore, the promotion system in Hanoi Hat should be reasonable and fair. 
Intrinsic rewards:
· Feedback: An effective management system incorporated a feedback system which informs the employees regarding. Hanoi Hat needs to use this system to add value to the employees and delegate tasks. The relationship between the employees and the managers improve due to positive and constructive feedback provided to the employees. It is important for the managers to track the performance of the employees so that the right person is rewarded. It helps the company to remain on track. It also allows the company to identify the differences in employee performance (Chiu, 2018). This reward is always considered within the workplace
· Recognition: This comes in the form of verbal appreciation. This reward is either formally presented or informally presented to the employees. As a result of effective recognition, the contributing efforts of the employees increase as well (Chiu, 2018). 
· Empowerment: This refers to the extent to which the managers trust the employees. Trust is believed to be a vital aspect and it adds value to business relationship. The employees in Hanoi Hat Company would feel empowered if the managers are able to trust them and allow them to work individually (Hansen and Levin, 2016). 
The purpose of extrinsic and intrinsic rewards is to motivate the employees and identify their needs. The reward system would only motivate the employees of Hanoi Hat if their needs were satisfied. This could be better explained with the application of Maslow’s Hierarchy of Needs. The theory describes five levels of human needs:
· Psychological needs: This refers to the basic needs of the employees. The various forms of reward system would satisfy their basic requirements within the workplace. The Hanoi Hat employees need access to opportunities and other vital services. Therefore, it is important for the company to provide proper restrooms, drinking water, lunch break, comfortable work environment and so on (Soni and Soni, 2016). One of the most important psychological needs that Hanoi Hat should address is a steady income.
· Safety needs: This is a vital workplace requirement which Hanoi Hat should consider for its employees. Workplace safety has a significant impact on the overall satisfaction of the employees. The physical safety of the employees must be prioritized and valued by Hanoi Hat. It is important to provide office furniture that mitigates the risk of injury. The emotional safety of the employees must be considered as well (Soni and Soni, 2016). Job security must be ensured by the company as well to prevent low morale among the staffs and employees. 
· Belonging needs: This refers to the engagement and contribution of the employees to the workplace. It is the responsibility of the managers to ensure a good relationship between the employees. It is, therefore, imperative for Hanoi Hat to host social events to create more opportunities for employees to build an effective relationship. In order to ensure high productivity, a good relationship among the team members is necessary (De Vito et al. 2018).  Moreover, managers need to trust the employees in order to empower them.
· Esteem: The self-esteem of the employees is addressed when they are able to achieve a higher goal. The growth and advancement of the employees lead to increase their self-esteem. Therefore, it is important for Hanoi Hat to create more advancement opportunities for employees by implementing more effective promotional techniques with the help of a specialized HR manager (De Vito et al. 2018). Moreover, encouragement and positive feedback from the managers also increase the self-esteem of the employees. 
· Self-actualization: This refers to the ways in which the potentiality of an employee is maximized within the workplace. If Hanoi Hat is able to increase self-actualization among the employees, then they would feel trusted and empowered. This, in turn, encourages the engagement and growth of the employees (Soni and Soni, 2016). It is imperative for Hanoi Hat to appoint specialized HR managers and improve the advancement opportunities for the employees. 
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The business case scenario of Hanoi Hat Company indicates that the business requires a specialist human resource manager for enhancing employee satisfaction. However, the line managers of Hanoi Hat have been resisting this strategic approach claiming it to be unnecessarily expensive and something that could weaken their influence. However, the General Manager of Hanoi Hat must explain to the line managers how the reward practices introduced through HRM could add value to the business. The General Manager must first outline the following benefits of reward practices to the line managers that could drive productivity, increase employee engagement and add value. 
A constructive reward system at Hanoi Hat can perpetuate a positive workplace culture. The company culture of a business is a knock-on impact on every single operational impact. By introducing rewards and benefits, Hanoi Hat would be able to foster a mechanism through which the business could accomplish the mission statement being promised to clients and customers (Ndungu, 2017). Employees regard workplace culture a more important aspect than financial compensation. Programs relating to employee recognition would ensure that they feel valued by the management. 
Rewards give employees a sense of belonging and help them feel engaged. Employees at Hanoi Hat feel relatively disengaged with their job roles especially because they are paid on a piece-rate basis. A reward-recognition policy could be used for building manager-to-peer recognition to enable workers to feel that they belong with the company. Hanoi Hat previously had not recognized the hard work of the employees that went after the production of sports wears. However, through a reward system, the company could recognize the efforts of the employees.
Reward programs incentivise collaboration and teamwork. Rewards could be used for bringing departments and teams closer together (Sidhu and Nizam, 2020). The productivity of Hanoi Hat comes at the expense of the employees’ sense of cohesion and solidarity. Rewards leverage peer-to-peer recognition for assuring members that their contributions are celebrated and recognized by all. This is a motivational factor that increases team productivity thereby influencing the overall profitability of a business. 
A constructive reward scheme at Hanoi Hat would decrease staff turnover rate significantly. Employees are already highly dissatisfied with the fact that they are paid on the basis of piece-rate. Moreover, the on-the-job training offered by Hanoi Hat reduced their productivity and payment. If external conditions had been favourable they would have left Hanoi Hat. Only a reward scheme can save them from such a situation. If Hanoi Hat rewards the efforts of the cutters they would be able to retain the employees for a longer time period and thereby adding value to the business (Madhani, 2020). They could address stressful issues such as employee turnover and unfulfilled vacancies. 
The reward scheme would make Hanoi Hat desirable to ambitious and careerist job hunters. Constructive rewards and benefits would not only help Hanoi Hat to retain the existing employees but would also enable it to attract talent. The reward scheme is capable of adding value to business by filling vacancies and responsible positions. The top-drawer candidates who make excellent employees are driven by other factors rather than money. Therefore, the need for establishing a reward system is absolutely fair. 
Rewards and benefits increase employee engagement. The employees were paid less since the on-the-job training reduced their productivity. The employees as a result may lose interest in their respective job roles (Noor and Zainordin, 2018). Rewards and benefits celebrating the efforts of the hard-working employees are motivational factors that could instigate their interest in the specified responsibilities. Happy employees are more likely to be engaged and thereby adding value to the business. 
Most business leaders have regarded decreased employee engagement as one of the most potential threats confronting their operations. In fact, employees who are satisfied and engaged with their job roles are more likely to drive higher productivity and profitability. A higher level of employee engagement can boost business profitability by almost 22% (Bussin et al. 2019). A theory could further be used for defining the ways in which rewards can add value to the business.  
Douglas McGregor, the American consultant and author formulated two distinct outlooks of human behaviour based on his observation of workers’ participation. The first view was labelled Theory X and this view is negative. The other one, labelled Theory Y is a positive view (Khan et al. 2017). 
Theory X indicates the following assumptions of human behaviour.
1. People are indolent by nature and prefer to work very little. 
2. They prefer to be directed by others because they do not have ambitions and dislike responsibilities. 
3. They are indifferent to the goals and needs of the organization because they are inherently self-centred. 
4. They are not bright or sharp and generally gullible. 
Theory Y, on the contrary, assumes the following aspects of human behaviour. 
1. People are not intuitively resistant or passive to the objectives of the organization. 
2. They want to assume workplace responsibilities. 
3. They look forward to the success of the organization. 
4. They have the capacity of manipulating their behaviour. 
5. They need achievements beyond the indispensable requirements (Aithal and Kumar, 2016). 
The General Manager of the company has a positive outlook of workers’ behaviour and his assumptions are based on Theory Y. The General Manager of Hanoi Hat believes that the cutters are intuitively responsible and have no intention to resist challenging responsibility. The managers based on Theory X are authoritarians who induce centralized control. They work on the basis of ‘carrot and stick’ and regards performance appraisal a part of the overall remuneration and control mechanism. However, the business case scenario is indicative of the fact that this factor no longer benefits Hanoi Hat in any way. Management based on the assumptions of Theory Y believes that employees must be granted opportunities for incentives, promotions and other benefits (Prottas and Nummelin, 2018). This view is also suggestive of the fact that the Theory Y approach should be applied to the management of Hanoi Hat because it is capable of driving employee satisfaction and job engagement. The Theory Y approach could enable Hanoi Hat to establish a positive workplace culture where the hardship of the workers is valued. On the other hand, the recognition would motivate employees to work harder and take up challenging roles thereby adding overall value to the company. It is understandable that the ‘carrot and stick’ approach would only create superficial outcomes that would not address the long-term interests of the company (Aithal and Kumar, 2016). 
The line manager can still manage operations and employees directly by being involved in the entire production process and report to the higher-ranking HR managers. The line manager must understand that a professional HR manager is required for instituting an effective reward scheme that could add value to the business by increasing employee engagement and boosting profitability. The General Manager needs to persuade the line managers by clearly defining the benefits that could be obtained from the reward schemes. The General Manager must explain the need for the reward schemes by measuring the effectiveness of the outcomes derived from such schemes (Rajan and Pragadish, 2018). 
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With reference to the business case scenario of Hanoi Hat, it could be claimed that the business lacks a proper organizational structure. As a result, the managers of Hanoi Hat have failed to direct the employees in an effective manner. The responsibilities of the HRM are imposed upon the staff members of the administration department who have limited understanding of onboarding, training, payroll, appraisals, rewards, and so on. Reward programs such as feedback, recognition, empowerment, promotion, gifts, salary raise and bonus can increase employee engagement and add value to the company retaining talents and boosting productivity. The company needs an HR manager to establish a constructive reward plan. 
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