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1. [bookmark: _Toc60925659]Introduction

This coursework is providing critical analysis about the process and practice of managing human resources in organization. It is based on the case of Hanoi Hat Company and we will identify the reasons of employee’s dissatisfaction and company underperformance. Reviewing the contemporary reward practice and rewarding management we will build knowledge and awareness of importance role of reward practice in the business as increasing the engagement, motivation, and performance. Using different academic sources and examples will help us to relate the current issues of the case and human resource practice. And future recommendations will be made for the company to maximize the overall performance.


1.1. [bookmark: _Toc60925660]Case study of Hanoi Hat Company

Hanoi Hat Company is small business based in Vietnam and they produce variety of basic models hats. The organizational structure was limited and was no human resource manager only line manager who was responsible for managing the labors - cutters. They were very good at their job of cutting hats and in return received good money based by the daily developed target. The company become successful and make a profitable contract with international sport company to produce special design running shorts. Those new products required new skills and special training for the employees and to be able to be produced they spend extra time which in the end affects the production. No longer and the cutters were reducing their daily target rate and become receive less money. This leads to dissatisfaction between the workers and create a problem to the management. The General manager recommend to the line manager to hire the human resource specialist, but he refused and stated it was an unnecessary expense.



2. [bookmark: _Toc60925661]Identifying the problems at Hanoi Hat Company

Analyzing this case study will show existing problems in the organization long before that expenditure of the business. Looking deeper into the situation in the company it become clear that they have variety of problems in terms of employee’s motivation, engagement, and satisfaction. Main problems are generated from poor managerial skills of the line manager and lack of knowledge for reward practices. Those problems are all responsibility of the human resource management who is obviously missing in this business. With the new contract the needs for International Human Resource Manager are growing because is the main body responsible in global skills management, wellbeing and ensuring the diverse employees’ satisfaction and rights. General manager of the company is proposing solution for the growing issues, but the idea was not well accepted. The line manager is refusing to hire human resource specialist because does not understand the importance of the role. Also, he does not realize how serious is the problem with staff and how can affect the general performance of the company. The company is missing basic organizational practices and reward methods. (Armstrong, 2010)


2.1. [bookmark: _Toc60925662]Current reward practices at Hanoi Hat Company 

Reviewing the issues in the company also requires the identification of the current reward practices and analysis of why they are not effective in improving the company’s performance. Currently in Hanoi Hat Company employees are receiving money based on the daily target production and this is simply meaning that their salary is not consistent. There contract do not include benefit for health care and promotional opportunities. This is showing weakness of the planning strategy and focus on the human – ‘which is the important asset in the company’ (Amstrong, 2006). In the company is also missing the flexibility strategy for raising the use the best of people and adapt swiftly to changing circumstances. With the expansion of the production line employees are being engaged trained in order to development needed skills to produce more profitable products to the company. The new responsibilities are not reflecting in any benefits or compensations. Staff is even in receiving less money because new special models require more time to be developed. The current situation is resulting low level of employee satisfaction, and motivation. This is leading to discouraging of the workers and company is in risk of losing they employees. (C. Machado, 2014)


2.2. [bookmark: _Hlk60327744][bookmark: _Toc60925663]Reward management 

Throughout the last decade reward management become very significant and necessarily tool for contribution to the business success. This kind of management strategies is using set of reward policies, practices and processes that are aiming to achieve the organizational purpose. (Amstrong, 2014) There are a few reasons to employ a reward management scheme and now we are going to review some of them. Firstly, is rewarding employees for their input and value that they create in the organization - this is good motivation to do more than what employees is paid for. Secondly is helps to attract top talents and retain them for long term by building positive relationship whit the employer. Thirdly is develops a performance culture and operated transparently. This means to reward the right things and deliver the right message to the workforce. Investing in human capital is  using financial, non-financial or combined payments that companies are giving to workforce in return for the work they fulfilment. (Amstrong, 2006)
The reward management is very powerful human resource tool and need to be planned and realized in a strategic manner to raise the performance and achieve the busines objectives by using reward systems as policies, practices, processes, and procedures. General every company has their own concept and model of operations, but they are more or less influence by the same environmental factors. There are existing different Economic theories that explain to us the pay level variation. Examples of them are: The law of supply the demand, Efficiency demand wage, Human capital theory, Agency theory and the effort bargain. It is important to note that large company have an advantage here compared to the smaller companies due to having better financial resources. (Holbeche, 2009)

2.3. [bookmark: _Toc60925664]Contemporary reward practices 

Contemporary reward practices are very flexible, and we can categorize them by intrinsic and extrinsic rewards. The intrinsic rewards are intangible benefits and are significant for achieving motivation on daily basis. They do not involve money and arise from work itself. We can describe them as personal satisfaction, recognition, develop skills training, career, and trust. The extrinsic rewards are tangible benefits that staff is receiving and can be described as money, job promotions and gifts. They are classified into basic pay which means fixed salary on a regular basis and variable rewards which are single transaction as bonuses and compensations. Base payment depends on the grade of the job, employee experience, skills, organization and on the market rates. This payment can be made annually, weekly, or hourly and may include money for working overtime, shift working and cost of living. In the modern world rewards are driving the company results and employment used modern mind sets to engages with innovate rewards. (Armstrong, 2010)
 Good examples of this statement are contemporary reward practice of Google company where employees have many benefits. They have flexible working time and options to work from home and office, as well as use casual clothing. This practice is allowing the workforce more freedom, comfort and focus to the important duties. They have a staff canteen where is free of cost big selections of healthy food and beverages all day. At the office they have different areas for sport activities, relaxation, and games. Taking care for the employees’ physical and mental health is important for the motivation and fulfilment. The company is providing more benefit such as laundry service, free parking, team events, pension scheme, payment for sick days, life insurance cover, transport card and annual holidays etc. Those examples are demonstrating the desire of the Google company to produce the best place and atmosphere for their employees to work. (Investobedia, 2020)

2.4. [bookmark: _Toc60925665]Total Reward

The total reward concept can be explained as combined practice and has considerable influence on reward management in the organizations. It means that total reward is using all available types of rewards as direct, indirect, intrinsic, extrinsic and each of them is linked together and treated as an integrated and coherent whole. Total reward combines the impact of transactional rewards as tangible rewards between the employer and employees concerning pay and benefits and relational rewards which include intangible rewards like developing and learning and work experience. (Torrington, 2017)
According to Armstrong’s handbook of human resource management practice: ‘Total reward embraces everything that employee’s value in the employment relationship. (Amstrong, 2014) Total reward is using different strategies to manage and keep the people loyal to the organization. Giving just a money to the employees is not enough and effective because employees have different individuals needs and marital status. As an example, the young generation is attracted by reward in order to reach a good life states, whereas a more experienced worker is looking for value recognition over the finances. Creating comfortable environment for work can be a good way to simulate the staff to do more and valuing the employee effort is as well important part of the total motivation and performance. Benefits of the total rewards are creating deeper and longer impact on the labor commitment, raising the employment relationship, flexibility of meeting the individual needs and talent management. (Amstrong, 2014)
For instance, involving the total reward model is important in our case study because it will be providing financial stability and the regular income will satisfy the employees. Also appreciating the employees work will add value and build stable relationship with the employer. Total reward strategy is essential for managing people and is at the bottom line to navigate the company performance. This practice will bring good changes to the organization and help to expand the production line successfully. (Torrington, 2017)


2.5. [bookmark: _Toc60925666][bookmark: _Hlk60666048]Motivation and managing the employees

One of the effective motivations is through compensation that stimulated the people to work hard and help the companies to succeed. Employee compensation is a process complementing the effort from completed job by payment and rewarding. The compensation should be equal or greater than the employee job contribution to satisfy their need and motivated them to do more. This practice has a lot advantages as example offering more rewards helps to attract better employees and helps them to stay within the company. Engaging the employees with the business objectives and motivating them with compensation leads to better and higher performance. This is helping the companies to raise their productivity and productions. Developing a competitive compensation are great way to reduce the labor turnover. On the other side poor managerial skills lead to opposites effect as paying less for excessive work or in other words exploitation of the staff. This can lead to general lack of trust, performance, and commitment to the given organization. (Colling, et al., 2017)
This is applicable to the case of the Hanoi Hat Company where employee motivation is low because they are not compensated for, their work. Learning and developing new skills is extra effort which need to be considered and rewarded. The General Manager should convince the line manager to introduce new human resource practices as rewarding and compensation if accent on the benefits and power of them. Which will be deep motivation and engagement for the workforce and can help to elevate the company performance. (Pilbeam, 2010)

2.6. [bookmark: _Toc60925667][bookmark: _Hlk60666095]Performance management

Performance management is a process using integrated approach to increase the company's sustainability by improving the employee performance for long term in high level. Key in this practice is sharing the company vision and mission with employees through communication and engagement to highlight their part for business success. Good performance is driving the sales and in simply said is a teamwork with right attitude. Operational aspect can be identified as a cycle which is including three major components. First one is concerned with strategic planning - the vision and orientation of the performance and development. Second one is acting in managing the performance during the year. And the third one is reviewing the overall progress and achievement lined with rewards. (Amstrong, 2006)
There are existing factors that affect performance, and they need to be considered well. Examples of such are cultural, job design, lack of knowledge and role, development of the team working. When the company is dealing with underperformance the management need to make a change and deal with the problems faster and mindful. Ignoring the problems even if they are small can only make the situation worst. At the Hanoi Hat Company, we have combination of factors affecting the organizational performance (Floeance M. Stone, 2011).


2.7. [bookmark: _Toc60925668][bookmark: _Hlk60748311]Recommendation of how the General Manager can convince the line manager to change the reward model of operation.

Managing people is hard task and it requires different managerial skills and knowledge. As a solution for the company will be hiring the human resource specialist which will help the line manager of the company to create and implement rewarding practices and performance management. Applying new techniques for managing the human resource will add extra value and competitive advantages to the organization. (Muller, 2013)
This is an extra expenses and small companies like Hanoi Hat Company perhaps  cannot afford it. In this case as a solution would be the line manager to employ the contemporary practices of reward and make changes into the current model of operation. Feedback from the staff can be  indicator that something is wrong with the motivation and performance . The line manager needs to identify those problems and act according. The General Manager can also remind the line manager that their business has expanded because of the hard work of the staff and they need to do everything to keep them in the company. Understanding why they become successful in the first place and what was driving the staff to perform so well is the key. (C. Machado, 2014) New reward practices and compensations are necessary to the company and they will help the management to raise their trust, motivation, and engagement. An example, to the new reward practice is the method fix payment with bonus. The features of the bonus can be financial as money for achieving the objective individual monthly target. Advantages of this practice can be direct financial motivation and encouragement. Disadvantages can be focus more on the manufacturing than the quality of the products.  (Floeance M. Stone, 2011)

3. [bookmark: _Toc60925669]Conclusion 

In conclusion this report of managing people is particularly analyzing the case of Hanoi Hat Company and reward practice as a stimulus to create positive environment to in which the employees are highly motivated and engaged to meet the company standard. Reviewing the problems associated in the case and contemporary reward practice we can consider  that rewards polices ,practice and compensation are necessarily part of the managerial performance for every successful business. Those practices are helping the organizations to attract and retain employees in long term as well as to secure and satisfactions their needs. The line manager in the role as a leader of the company need to consider the advantages of the reward management and bring them to practice because employee’s happiness brings engagement and engagement contributes to the performance success.
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