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INTRODUCTION 
Why I Am Writing This Report.
Human resource management (HRM) has different dimentions and attracting, developing, and maintaining effective workforces are at the heart of HRM activities .
Organizations should use employee rewards to have positive budgetary performance. The reward practices employed by a company play a fundamental role in employee motivation, and also affect the performance of the organization. Reward practices are motivators that lead to modeling employee behavior. This report critically analyses contemporary reward practices that can be applied by organisations in order to increase employee engagement. This report considers how the managers of the Hanoi Hat company can use these reward practices to increase employee engagement and add value to the business. 
Reward Management 
The organizational performance of a company is improved thanks to the strategies and practices of management of rewards, which through development and management of a reward system, attract, retain and involve people in the company.. 
Reward management has a major impact on people's expectations and the basis of their rewards. The organization has the task of establishing awards for its employees, so that a quiet and cohesive working environment is created; obtaining fair and high-level performance from its workers. Every single employee expects recognition for their commitment and work, such as promotions, boasting, bonuses and discounts in various areas. Individuals also look for non-concrete rewards, such as, attaining skills, responsibility, personal growth and fulfillment. Employees judge the appropriateness of their exchange with the organization by evaluating both sets of awards. 


Contemporary Reward Practices 
Contemporary organizations demonstrate a strong consistency in making reward practices stronger, which go hand in hand with other HR practices, which place employee motivation goals for the organization. Effective reward practices attract professionals interested in outcomes that thrive and a willingness to operate in an environment that builds on performance.
A reward system becomes functional when it is related to the performance development system, focusing pay on performance, offering multiple learning opportunities along with a healthy work environment. Variable pay, like star performers, can increase performance in place of fixed pay packages. Few of these reward practices accept revenue sharing, bonuses, team-based incentives, sharing, ESOPs, and equity-based incentive rewards.

Good management of reward systems can establish different participatory models of workers, facilitating future focus through continuous improvement, which leads to the reduction of operational service costs, thanks to teamwork, which can minimize employee dissatisfaction , increasing a good financial statement thanks to the increased interest from employees.
Rewards play a crucial role in motivating workers, but they must be administered under the right conditions. Some strategies can be implemented, such as linking rewards to team performance, producing interdependent work.
 Furthermore, the rewards must be relevant. For example, some companies award general company performance bonuses to executives and employees based on sales figures or set goals.
In addition to monetary rewards, employees also aspire to non-monetary ones, such as career advancement, skills development and recognition programs. Many IT organizations are based on projects that place more emphasis on non-monetary rewards to maximize employee satisfaction.
Employee Engagement
Involvement of employees, interaction with employees from within the strategy is very important, making it visible the meaning they personally bring to us and how they would like to change / improve their role. Exchanges through roadshows and waterfalls can be helpful, but some organizations use imaginative means to gain more active involvement.
For example, a British organization in the public sector set up a daily conference to discuss a new strategy, where employees were asked to hang their photo on a wall, called a `` pawnbroker '', followed by to a written promise, of a change in their job that could serve for the new strategy. The same organization also created a carpet that showed the path of strategic change, in which employees were asked to direct it towards the conceived future.
Engaged employees increase productivity.
The search for ways of interacting with employees, whether to create challenges or give more responsibility, still extends the productivity of the organization.
   Employee involvement leads to increased customer satisfaction.
The people who are most dedicated to their work are precisely those people who manage to create a better interaction with customers, and they will realize it, because passion is contagious and visible. In addition, engaged clients feel like better people and are unwilling to leave their role. Sometimes the simplest people aren't involved and should quit their jobs. Involvement is completely essential to form sure they perform at their best within the organization.
Employee inv People who are more committed to their tasks and roles are usually easier to understand, and not only because they are more serene but because they make the culture of employee involvement easier.olvement improves corporate culture.
Involvement may be a symptom of success, which does not properly indicate success in the company or success in general, but personal and / or team success thanks to involvement.
The benefits in employee engagement are, with the involvement of employees, productivity increases, retention rates are higher. In addition, employees are more innovative, offer better customer service, are more profitable and satisfied.
Reward and recognition are key factors for employee engagement. different studies have found that any criticism received by an employee, constructive or otherwise, can be countered by a positive recognition. Any employee who does not perceive being recognized or appreciated for the work done, gives less loyalty to the team and his employer, while the opposite obviously happens with that employee who feels indispensable for the company, who therefore becomes a majority productivity. Companies that really value their employees are 20% more profitable than people who don't.
 Reward and recognition must be a part of a company's culture, but they're going to not come without leadership providing a framework for reward and recognition and inspiring their employees to be a part of it.
Employers got to equip their managers and employees with the tools to reward and recognize one another , then actively encourage and reinforce positive behavior by using those tools until it becomes a habit.


Implementing Reward Practices in Organisations 
Good human resource management practices and good management practices must go together if an organization is to fully motivate its employees.
Effective human resource management is the maximization of the capacity of the workforce within the organization through appropriate employee allocation, a motivation that serves all different types of employees. It is essential to know the motivation factor of each employee based on the data obtained with the daily working behavior in the company, and on the macro point of view, the achievements of their successes. 
Usually, reward processes are accompanied with reward philosophies and methods that have agreements, such as policies and methods of guiding principles, practices, structures and procedures that are created to manage, provide and maintain appropriate types and levels of pay, benefits and other types of rewards. This involves the inclusion of processes and procedures that lead to the monitoring of market rates, job values and pay structures, paying for services, such as skills and abilities, thus providing benefits to employees.
One of the most basic problems, that the manager, and his involvement as a clear line of strategy formulation is more often than not widely considered.
The CIPD has therefore erected a real "library" made up of researches that poison the thesis that there is a correlation between satisfaction
  and employee engagement with their rewards, and that frontline managers are benchmarks to build this connection.
But, the majority of too many HR professionals still do not draw assessments from the decision-making or communication skills of their line managers. 
Reward Practice in the Hanoi Hat Company
Defining a clear reward strategy, with levels of integration, including other HR systems, is one of the key steps in redesigning the rewards management system is the reward strategy and the level of integration with other HR systems, which gives the possibility to have a complete picture for the reward system related to the business strategy. To develop a reward strategy, there are three underlying premises.
The line manager must review all reward practices to ensure they provide good value for money and do not involve unnecessary expenses.
a line manager must make the decisions regarding the award of performance-related salary bonuses.
Furthermore, internally, in companies, there is the presence of different groups of employees motivated in different ways. Obviously each has its implications based on the design of the pay and the behavior of the line manager.
There must be line manager involvement in the reward.
When it is your responsibility to provide financial rewards, it becomes difficult to separate the benefits and assign adequate rewards to them.
Forced distributions incorporated in so-called schemes carry constraints, therefore evaluations must be conducted in advance, which can be frustrating and divided because they are discretionary. Giving recognition to some inevitably penalizes others, this can be avoided by rewarding teams. Precisely for this reason, line managers must be adequately trained so that they are able to face and solve problems of this nature and are led to have judgment in the differentiation of performance levels and to recover from difficulties arising from difficult situations.
Also, with the increasing use of online systems it is helpful to the administrative aspects of performance management.
Line managers need support.
Although the behavior and management approach of the line manager are also essential good training and well-defined HR practices to motivate and reward employees in a fair and adequate way.
Moreover:
There must be a senior management-led climate that encourages rewarding people's management responsibilities.
Line managers are led to acquire those tools that will allow them to reward good performance, even if small or not financial, because acting immediately, can give them the opportunity to be more appreciated by employees.
Assessments need to be 360 ​​degrees, and employee aptitude surveys can act as a safety net in monitoring their performance as they examine line managers.
Furthermore, senior executives should get smaller and more immediate incentives rather than complex long-term incentives linked to both financial and non-financial performance measures.
Emphasis should be placed on utilizing the company's human resource analysis capabilities so that people, compensation and organizational committees can receive meaningful data to assess the management, development and reward effectiveness of people
 internal to the organization. This data is useful and should be used to derive assessments of the performance of executives and the company.
Everyone needs and deserves the right to earn a salary with which they can have an acceptable life, and it is the responsibility of employers to ensure that their staff are paid fairly and efficiently.
Employees must be motivated to improve the organization's performance. For example?
  - integrate rewards with an organization's performance definition and measurement system.
The traditional incentives of employees based on their position or on the basis of corporate longevity have been changed by different rewards both individual and group, such as participation and profit sharing of stock option plans. Rewards are now generally based on quantitative and qualitative recognition measures, such as customer satisfaction and market action. Some cash bonuses were credited as motivators, while others cited flexible work hours, yoga classes of the day, and office porters, as well as key reasons contributing to profits.




















Conclusion
In the famous book "1001 Ways to Reward Employees" 4, by Bob Nelson, it is stated that rewards must generate positivity on performance, discovering that the reward most desired and appreciated by employees is the verbal compliment, the immediate praise from their employer of work. Nelson found that rewards must be based on the concentration of customer-related performance, thus obtaining an external focus. Among his creative reward tips, there was also the granting of shares or stock options, certificates of appreciation or even personal thank you notes. Despite the increase in team awards, the individual award still matters and people need to note that their actions can make a difference for the company. In a study of Fortune 10007 company reward practices, the most used rewards for performance were non-monetary rewards, followed by employee share ownership (ESOP) plans and profit sharing.
Complex studies and research based on the reward strategy have brought to light the fact that people are complicated and motivation is an even more complex process. What is clearly visible, that financial rewards have its importance, the majority of the staff think that there are factors of greater importance, fairness, or the perception of being treated fairly, compared to others, also respect the commitment and skill brought to the role.
Self-realization, or the recognition given to people for what they do and also the encouragement to achieve goals, as they have the potential to do so, through effective processes of development of the learning territory and feedback on their performance.
Organization culture, where roles are defined and organizational and personal values ​​are labeled making employees engage and appreciate the work.
The total reward strategy addresses this totality of actions, choices, ideals, combining the financial aspect of the reward of the base pay, any bonuses and additional financial advantages with the non-financial advantage on a personal and organizational level. The reward has more value in both pay and perks. Therefore, a reward strategy, before being defined and implemented, must first analyze many aspects of the workplace, thus leading people to maintain loyalty, quality and maximum commitment to their company, doing the right things in the way. right, leading the company to prosperity and success.
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