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[bookmark: _Toc58198811]Introduction:
The value of any organization is defined by the capacity of effective production and demand of that company and to determine the capacity employee skills and capability is as important as investing money. To know the highest possible capacity of the standard employee level, motivated and loyal employees are needed, which can be achieved by the reward strategy (Impact of Reward and Recognition, Supervisor Support on Employee Engagement, 2020). A reward system is the Human Resource Management function, and any company without this sector will face difficulties in controlling the total employee base. The purpose of this system is to attract talented individuals, motivate them, and retain them for the long run in the organization to get a better benefit, which is directly related to the organization's profit structure. 
[bookmark: _Toc58198812]Task 1: 
[bookmark: _Toc58198813]Contemporary reward practice that could be introduced into Hanoi Company: 
To motivate employees and increase the working performance of Hanoi Company, Contemporary reward practices may play an important role. A contemporary reward has a positive impact on the performance of any organization, but if the rewarding practice is not justified or accepted by all the employees, organizational performance will be worse than before (Widyawati, 2020). So Hanoi Company’s system performance, employee's work should be identified and measured to select the right reward strategy. Reward refers to all of the monetary, non-monetary & psychological payments that an organization provides for its employees in exchange for the work they perform. Besides, to pay, rewards will comprise the organization's employees' many kinds of offerings. All the benefit that an employee gets more than the salary or contract payment regarding work, whether it is financial returns,  bonus benefits, any tangible-intangible services is recognized as a reward (Milkovich and Newman, 2004). When employees create value for Hanoi Company, they should receive a reward as per their value addition, and the characteristic of the reward policy will enhance employee relationship with the employer. As the general manager says, Hanoi company needs a specialist HR manager is the first step because the reward procedure includes different strategies; one is based on employee's position and longevity, where senior employees get rewards as their salary. Other types are individual and group or team-based rewards, where rewards are given to the individual, or groups, or team. Group rewards mainly focused on benefits like profit sharing, gainsharing, and stock option plans. The reward system will play an important role in Hanoi Company to find a potential employee for the business because rewards create job satisfaction and motivate the employees to engage in the work. As a mid-sized company, Hanoi Company's hiring and dismissals were handled by the administrations, but now Hanoi Company is growing, and as a part of growing, it needs a separate HR manager to listen and handle employees.  A better relationship between the HR manager and employee level in the Hanoi Company is missing right now (Crosby, 2014). As Hanoi Company introduces a new design product for which the production employees are not trained, they are earning less because they are paid on a piece-rate basis. So specialized HR will train them for the new design to decrease their dissatisfaction. When cutters will understand that they have the opportunity to improve their skill through the training program, and some reward policy that pays the hard work will motivate production employees, increase their performance and make them potential employees. Contemporary reward practice should be introduced into Hanoi Company, and some benefits are given below:
Mutually beneficial: The reward system will beneficial for both Hanoi Company and employees because when the employees get motivated to see the reward options, they will work more efficiently, which will increase the productivity for the company. When the entire employee works more efficiently, the proclivity will increase at a large number, which will then be profitable for Hanoi Company as well as the employee as they will get bonuses. 
Motivation and performance levels: In the previous point, we see that providing some rewards to the employee will ultimately benefit Hanoi Company, so the organization will be happy to provide more benefits program to employees (as the firm is growing and accepting multinational orders) and for those attractive benefits, the employee will be more motivated to work which will increase their performance level (Yaneva, 2018). Company growth also provides recognition to the employee, so for this, they also get motivated to work with Hanoi Company
Absenteeism: Reward strategy may include punishment for absenteeism in work, also to gain the reward employees those are less likely to be absent in the working days, which will be decided by the HR. For example, if the reward is conditioned by a target level to the cutters, they will know the consequences, which will reduce the absenteeism rate for Hanoi Company. A proper study of the Hanoi Company’s employees is needed to set a standard target, which will need a separate HR manager.
Commitment to the organization: If the Hanoi Company will appreciate its employee and provide rewards for their value-added work, the employees will feel like a valuable part of the company (Othman and Mahmood, 2020). This satisfaction will create reorganization for the company, and the employee will be a potential employee for Hanoi Company. Commitment towards the organization makes an employee loyal and moral to the organization. Loyal employees are as valuable as money. 
Job satisfaction and engagement: Job is not only about the salary; it is also about satisfaction towards work. They are providing an employee with a good environment and working satisfaction as worth as providing salary. Here in Hanoi Company, employees are dissatisfied because suddenly product designs got changed and they have to cut the fabric in different ways, which decrease their speed for work, and they are getting less payment for less production (Nisar, Riasat and Aslam, 2016). If Hanoi Company had a separate HR manager, he/she could speak for training opportunities or extra payment for the cutters to the administration body as HR represents them. Having an HR would provide employee Job satisfaction and get more work engagement individually or with the team.  
[bookmark: _Toc58198814]Reward practices could be introduced into Hanoi Company with the aim of increasing employee engagement: 
Some reward practices that may be introduced to the Hanoi Company with the aim of increasing employee engagement are given below: 
Compensation: Production employee of Hanoi Company gets compensation as per piece basis, which is the financial reward they receive directly according to their job and the contractual relationship (Generational Gap: Intrinsic (Non-monetary) Versus Extrinsic (Monetary) Rewards in the Workforce, 2013). This compensation can be paid at a fixed rate like basic pay so that they wouldn’t have to worry about new design products or a new product line.  


Benefits:
Some benefits (the non-cash services) can be introduced in Hanoi Company to increase employee relationship with the company, like free lunch, emergency medical services, health insurance support, etc. where the benefits will help Hanoi Company to keep these employees for a long term in the company as recruiting is a lengthy and costly process (Armin, 2010). A certain level of security related to their health, welfare, retirement, time-off, etc., can be introduced by Hanoi Company to their employees to retain potential and experienced workers. As Hanoi Company has separate design products and the production employees are skilled for the company product, Hanoi Company should try to retain them for the long term. Sometimes work benefits are decided by the government to increase the standard of livings. The level of benefits received by the employee should be cost-effective and fair. 
Workplace Environment:
Though people do jobs because of money, they also want a safe and comfortable environment to work in as they will work there for many years. The purpose of this reward mechanism for Hanoi Company is to provide the employee a comfortable physical setting for work as the size of the factory, view of the office, medical emergency, training program, people of the office, clean toilet, temperature, etc. 
Recognition:
Recognition reward mechanism could be an effective reward system for Hanoi Company as it is as an acknowledgment for good work that gives particular attention to the employee in cash or non-cash awards like gifts, prizes, trips, ‘thank you’ notes, etc. for their special performance contributions, or length of service (Rebitzer and Taylor, 2010). These small rewards or gesture will motivate the production employee to adopt new cutting skills, increase their morale for the company that they will be benefited and appreciated for their work, and employee’s commitment will increase towards Hanoi Company. 

Learning and Development:
The learning and development process is the most needed reward policy for Hanoi Company because it will provide employees an opportunity to learn new cutting methods with efficiency, which will motivate them to work more. This type of reward includes formal training for the employee to improve on-the-job performance, and once the employee would know better what his value to Hanoi Company, they will work with more dedication. 
Leadership: 
If Hanoi Company introduced a leadership program by choosing one individual among the employees who will represent all the production employees may encourage the entire employee to be that leader. On the other hand, if Hanoi Company introduces a leader, it will be easy to communicate with them; the leader can express dissatisfaction with the company on behalf of the entire group. 
[bookmark: _Toc58198815]Task 2
[bookmark: _Toc58198816]How the General Manager of Hanoi Company can persuade the line managers:
The general manager has to introduce a suitable reward strategy for the Hanoi Company so that the line managers can also be motivated as well as every employee. By creating a proper reward strategy for the organization, the general manager will be able to retain good line managers that will hire and train skilled employees. Previously the Hanoi Company doesn't have HRM in their company, but now the general manager feels the need for a specialist HR manager for the recent dissatisfaction among employees (Baral, 2014). The Hanoi Company should value their human recourse and consider them as their most valuable assets to achieve that its mission and vision early than others. The general manager is in charge of motivating the line manager at the best level so that the employees work hard at the highest level possible. By creating a proper reward strategy for Hanoi Company will help to retain high moral employees also. 
The general manager was aware of the recent problem, which is the dissatisfaction with the payment system and proper training opportunities. Although the external labor market offered few comparable opportunities, the employees were still dissatisfied considering their previous payment, and Hanoi Company must take international orders to grow the business. A primary way the general manager can add value to Hanoi Company is by persuading line managers to train and develop employees and reward them by the level of their strong performance through increased compensation, bonuses, and reward practices. The general manager and line managers should work together because both parties have a vested interest in ensuring the company achieves success (Rebitzer and Taylor, 2010). Through working together, line management becomes more proficient in tactical human resources functions. This frees up time for human resources professionals to devote more time to strategic HR management. This good relation will also help the company to resolve the organizational conflicts among the different hierarchies. Different workforce strategies will be easy to develop if there is no conflict among the general manager and line manager; new orders and challenges will be easy to deal with because of the level of understanding of communication. So this positive environment can be achieved by the general manager to persuade lime managers with regular motivation season, regular positive behaviors, way of correcting them, and most important the process of training the production employee (Ensari, 2013). The behavior of the general manager toward the line manager, 

as well as low-level employees, should be persuasive. Several interrelated processes and activities will help the general manager to ensure the proper reward management to effectively benefit Hanoi Company. Persuading line managers will help Hanoi Company for a longer-term to be developed as a successful business by implementing reward policies, practices, and processes which will further turn into the achievement of the business goals. Some processes that can help the general manager to persuade the line manager are given below: 
Making communication easy:
Persuading line managers is most important for Hanoi Company for delivering effective internal communication because they have direct access to employees across the Hanoi Company and have a responsibility to support and manage their respective teams (Othman and Mahmood, 2020). Routine meetings, putting practical channels, and processes in the company will make internal communication smoother for everyone. General Manager should support them to be more effective communicators, strengthen their skills, and encourage the employees to engage more effectively. 

Coordinate what Hanoi Company is asking: 
To persuade line managers in Hanoi Company, it is important to coordinate with them that what the general manager wants and communicate with other departments as much as possible. The general manager should talk to all the line managers and executive teams to make sure what the company goals are. The coordination should be two ways, where any dissatisfaction faced by the employee will be taken into consideration.
Involve them in discussions:
When Hanoi Company accepts the multinational order, the production employees didn't have any representative there (Widyawati, 2020). As the company is growing, Hanoi Company needs a good relationship with the employee, so providing an opportunity to work as a leader and their voice in any discussion will persuade the line manager.
Give them something extra: 
By providing the line managers something extra like any reward, discussed previously would encourage them to communicate with the employee more. Sometimes the lime manager takes for granted the importance of the communication between manager and employee, so rewarding will eliminate this problem. Proper formal training for the line manager will improve on-the-job performance, and once the line manager would know better what his value to Hanoi Company, they will work with more dedication. 



[bookmark: _Toc58198817]Conclusions:
From all the discussion above it is clear that the relationship between the general manager and the line managers is very important so that working and communication becomes easy. Hanoi Company was focused on producing a limited range of products, and the organizational structure was simple, and there was no need for HRM. Issues of recruitment, pay, and dismissal was handled by the administration office, and any other personal problems were dealt with by the employee's line manager. Now Hanoi Company is growing, and the general manager is aware of the need for a skilled HR manager who will evaluate the employee base introduce a proper reward system to motivate and increase employee engagement. Following the persuade strategy, the general manager will create a healthy relationship with the line managers and motivated them to train and manage the employees so that they work at their best. The employee will work in their highest efficient way because value-added service will be rewarded. As Hanoi Company will get an understanding of employee efficiency, it will be easy for the company to measure its worth of production capability satisfying the employees. 
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