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After making the big move by going on the international market, Hanoi Hat Company had to face the implications that resulted in decreased performance since the cutters were used to produce relatively low-quality hats for the local market and were paid on a piece-rate basis. General Manager of Hanoi Hat Company decided to introduce two new moves in order to solve these issues – appointing a specialist Human Resource Manager and changes to cutters pay from piece-rate basis to performance-related pay. Those ideas faced opposition from the lane managers, who were afraid this will weaken their influence among the workers as they were dealing with many of the secondary HR issues. They also insisted that these changes in reward strategies will be an unnecessary overhead. The General Manager knew that without implementing those moves the company won`t be able to successfully compete in the international scene.
The reward strategies provide purpose and direction for developing reward practices. It is based on understanding of what are the organisation and its employees needs and how they can be achieved. The strategies are also dealing with developing the organisation values on people rewards systems and formulating principles that will ensure that these values are followed (Armstrong, 2006).
The piece-rate basis is not an efficient way to pay the cutters when producing for international markets – workers had to develop new skills which slowed them down, decreased their wages and their morale, leading to experienced staff leaving the company. Those who remained were interested in producing more and more hats as fast as possible often without paying attention of quality and this led not just to poor quality been produced, but also increase in accidents and general tiredness among the workers. 
[bookmark: _Hlk7352791][bookmark: _Hlk7355567]The biggest change in the reward system proposed – the performance-related pay solves these issues because it guarantees basic regular and predictable payments even when the cutters spend their time in training and developing new skills. This is essential if the company wants to successfully compete in the global markets. The performance-related pay should not be based on individual performance, but rather on the results on a specific departments within the organisation. This measure will keep the line managers busy with responsibilities and won`t affect their influence among the workers.
Vietnam scores low on “Individualism” rankings on Hofstede insights report (20 out of 100 marks). This describes its society as collectivistic and people will prefer to be rewarded for working as a team and taking their part in the group, rather than individual rewards. Rewards should also be collective. According to Hofstede insights the Vietnamese society is pragmatic, long-term oriented, and prefer to deal with the future rather than the past. (Hofstede, 2019)
Incentives such as free time and flexibility are favoured as well. Rewards can be non-financial and not very costly for the company – workers and supervisors will appreciate recognition for overperforming. They can understand that taking more responsibilities may result in career promotion. 
In conclusion, it can be said that the General Manager`s moves are in the right direction, and without introducing human resource management practices and changes in the reward strategies, Hanoi Hat Company won`t be able a successfull competitor in the global marketplace.
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