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Report on “Hanoi hat company
The main aim of this report is to demonstrate a clear view of the situation of the company, the Hofstede’s model, a review of the HRM reward strategies implemented to add value to the company and giving some suggestions for the future. Firstly, the Hanoi hat company appears to be a company that produces hats and caps, but as being contracted by an international sportswear company, it seems profitable, but in fact it had the effect to reduce their production rate, earn less and be paid on a piece-rate basis. 
[bookmark: _GoBack]Based on the details of the company and the country that is Vietnam, the Hofstede’s model appears to be a great help taking into consideration the culture differences reflected on it (Insights, 2018). According to Hofstede’s model, “Culture is a collective programming of the mind that distinguishes the members of one group or category of people from others “ (Hofstede, 2010). This is a model of the organizational culture based on different countries especially for the Vietnamese culture (Insights, 2018). This model consists of 6 components that are: Power Distance, Individualism, Masculinity, Uncertainty Avoidance,Long Term orientation, Indulgence (Hofstede, 2010).
Based on the Hofstede’s model, power distance has to do with the social distance in a society, how the power is perceived and what kind of hierarchical structure do they have and this is very important because it gives a huge gap in the workplace between the employees and the employers. (Hofstede, 2010) 
On the other hand, individualism versus collectivism (IDV), (Hofstede, 2010)as a dimension of the national cultural environment refers to whether its values ​​and norms are aimed at meeting individual or group needs, meaning that individuals should make personal sacrifices for the interests of the group.
While, masculinity versus femininity (MAS) (Hofstede, 2010), Hofstede describes those as a “gender-specific" quality…... meaning that the female’s culture is too far apart from the men’s culture depending on their “perceived nature” and Vietnam appears to be a woman’s society….
Also, uncertainty avoidance (UA) (Hofstede, 2010), has to do with the attitudes that a society shows towards risk and uncertainty and Vietnam is described as a weak society, characterized by maintaining a more relaxed attitude (Insights, 2018). Being in this position, people embrace innovation as a threat.
Meanwhile, long term orientation versus short term normative orientation (LTO) (Hofstede, 2010) is defined by Hofstede as a long-term orientation (such as frugalness, perseverance and a sense of shame) and short-term orientation (fulfillment of social debt and respect for tradition) showing what virtues are most valued in a society.
Lastly, indulgence versus restraint (IND) (Hofstede, 2010), (satisfy their human needs vs putting limits to their needs, strict social norms) according to Hofstede’s model the Vietnam’s culture is defined as limited because people are pessimistic and have a cynical (J., 2013) attitude to life. All these six elements are very important in the workplace of a company to define the reward strategies to add value to the company to have a successful future.

Having a considerable view on this model some of the reward strategies that best fit in this company can be divided into financial reward strategies that are: pay and allowance (Armstrong, 2005), time linked wage incentives (Nelson, 2012), bonus (Pink, 2010) and retirement (Armstrong, 2005) and non-financial reward strategies that are individual and collective internal, external (Armstrong, 2005)ones.
These reward strategies can add value to the company by offering better quality of the product, increasing the employee’s satisfaction, improving customer’s service (Chris Brewster, 2011), improving company’s reputation and as a result attract new contracts, new investors and compete globally (Tayeb, 2005). Moreover, taking into consideration these reward practices I would suggest the company to follow the western countries' model because that would make it easier for the company to have a strong and fast impact in growing successfully. 
As a conclusion the Hanoi hat company has had a” successful path” and by implementing these reward practices will have a wider opportunity in competing with the other companies, by taking into consideration the Hofstede’s model and implementing it by having adapted it with the western’s countries model.
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