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INTRODUCTION:
The Hanoi company, is a company situated in Vietnam that produce hats and caps.

When it’s started its production, the organizational structure it was simple, the employees paid on a piece-rate basis and developed skills to produce indefinite numbers of these models and hence earn good wages.

the problems began when employees were asked to make more particular productions, therefore less production and less profit.

furthermore, there is no human resource management, there are no rights of fair and fair workers, and the new general manager must develop clear and effective strategies.












The cultural factors in Vietnam have different values if it thinking in comparison to Uk prospective.
COMPARISON CULTURAL FACTORS BETWEEN VIETNAM AND UNITED KINGDOM.
Vietnam:
[image: Immagine che contiene monitor, sedendo, orologio, schermo

Descrizione generata automaticamente]
United Kingdom:
[image: Immagine che contiene monitor, orologio, schermo, sedendo

Descrizione generata automaticamente]


Vietnam has a big value about power distance, this mean that it believes about hierarchical power. Moreover, is a collectivist society and feel the relationship with the employee as something personal.
It is a pragmatic society, where the people “work for life” and not the contrary.

OBJECTIVES OF THE MANAGER ON THE COMPANY.

The manager must draw up a STRATEGIC PLAN. 
“Boxall (1996: 70) explained: ‘Strategy should be understood as a framework of critical ends and means.” 
The second characteristic of strategy is to identify that resources define a firm's organizational ability (its ability to function effectively)
The strategic plan must be prepared by the managers of the organization on the basis of information issued by external sources:
- forecasts of changes in the field,
- shareholder expectations
- competition in the product market)
internal sources such as:
- if the workforce is performed by highly skilled or poorly trained employees.
The quality of strategic HRM is broadly exposed, collecting different types of data on results that outline the impact of strategic practices on key performance indicators - both for HR and organisation in general. People's analysis is useful for understanding these results and, in particular, to develop in-depth strategies that further guide strategic decision-making. The lack of people's analytical capabilities makes it difficult to deliver strategic HRM that is more likely to fail. So it's critical that HR functions that aim to develop their strategic business should design a solid foundation of people's analysis practices.

As a first action, the company must use a soft HRM, it means:
Considering employees the most important and significant asset of the business and a source of competitive advantage
- Employees will be treated as individuals and their needs will be important and taken into consideration.


The second thing, is PLAN GOALS:
-vision statement, where the company will go, as the company will develop in the future, the statement doesn't say how to get there, says the company's planning management. The purpose of the mission statement is to communicate to the world what the company does and how it does it.
-mission statement, how the company is going in this determinate period, articulates the purpose of a company. how the company works in general.
The company in its mission statement needs:
-present a high quality of the product
-present a higher customer service
-protecting the quality of the environment
-ensuring access to resources
-promoting innovation/creativity
-exercise sustainable development
-core values, the beliefs and behaviours that the company gets.
They must be:
- interesting and inspiring: employees need to understand how values interact with their roles and the success of the company.
- communicate clearly to employees, not only through literature, but through training, reward programs and other initiatives.
- encouraged by managers: employees may not take core values seriously if they see their superiors ignoring or violating them.
-analisys, situation investigation about position in the market.
Does it answer important questions, such as what are the risks it takes, its strengths, weaknesses and assets? A business or organizational analysis provides an overall picture of where a company is located and for this reason it is often called a "fundamental analysis".
It is a way to take stock of where a company is, before starting a new phase.
A business analysis also allows business leaders to determine where there are efficiencies or waste.
-long term goals,  company intends to achieve in the next 3-5 years.
Some types of goals your company might use:
-Positive feedback from customers. Customers are what keeps the company on its feet.
Income. Among the company's long-term business goals, the company should also include one related to revenue, earnings and sales.
Satisfaction. No company would be functional without employees. That's why the company needs to pay attention to how it treats its.
-Website traffic, having a website for the company. The website is an important part of what keeps people tied to a company.
 

















HANOI COMPANY GOALS.
The Hanoi company before to establish a new manager of Human Resource, must 
designate and specify work roles for each production category. The company must has Line managers; all managers responsible for people are responsible for human resources.
The company must provide the business objectives when the practices, procedures and human resources systems are congruous and carried out on the basis of organizational needs, or on the basis of strategic perspectives for the management of human resources.
“Wright and McMahan (1992: 295) explained that the field of HRM has ‘sought to become integrated with the strategic management process through the development of a new discipline referred to as strategic human resource management’.”
 Essentially, strategic human resource management is theoretical; is based on the integration of human resources and business strategies, putting advantages on a long-term vision, explaining where human resources should go, how they will have to get there and how they will have to develop and implement coherent and mutually supportive HR strategies. Importantly, this also affects how HR members will adopt the strategic day-to-day approach. This means, that you have to work as part of the management team, making sure that human resources activities support the achievement of business strategies on an ongoing basis by adding and value.


It must apply and implement the various degrees of power and give the specific tasks to each role.
Must specify the salary for each role, qualification.

After splitting roles, the manager must establish a lateral line of communication, with supervisors in each sector, designating a partnership with managers in the departments of an organization that provides a means by which human resources can keep up with changes in work requirements and skills in different areas of the organization. 
Cooperation with internal (employee) and external groups (customers, stakeholders, public interest groups).
A communication strategy analyses the different scenarios in which the organization will transmit information to employees by identifying the communication methods to be used for top-down, bottom-up and side-by-side communication within the organization.
In addition, organic control through flexibility, as few restrictions as possible on employee behaviour.
Extensive work planning, flexibility, teams and groups and cross-training.
In addition, occupational health, safety and safety programs make a greater contribution to meeting business goals by reducing the costs of absenteeism and workers' pay, working well in the community, protecting goods and improving productivity.
The implementation of safety and health standards reduces accidents and diseases, reducing the amount of production time lost. This increases productivity, which means it costs less to produce products or services for customers.














THE IMPORTANCE OF COMMUNICATION.
Organizations that share information with their employees gain confidence and develop as partners in troubleshooting.
The Hanoi company must lead its employees to believe in their clear and defined tasks, policies and roles.
It is essential to communicate with customers, owners and suppliers, keeping employees informed about business needs and developments. In particular, the effectiveness of HRM programmes is directly related to the way employees are aware and accountable to performance management, strategic planning, personnel, security, pay, training, development or employee relationships.

Communication tools:
-Meetings at all hands. An all-hands meeting, sometimes referred to as a town hall meeting, is one where all company employees attend to hear the same presentation of information.
- Team briefing. Managers and supervisors usually notify their team members during regular staff meetings, where they communicate new information, direction, issued by the executive team or board of directors.
-Newsletters. Like all-hands meetings, newsletters provide ongoing opportunities to promptly reach large numbers of employees in organizations— without the logistical problems and costs of arranging meetings. The company needs to define a communication plan based on sharing goals with employees, because when frontline employees clearly understand what is essential to do, they are more involved in the outcome.
It is important that they understand the nature of their actions, both good and bad, on their colleagues (causing problems for the team, with miscommunication) and on customers (who can request discounts for late delivery or find another supplier if the service is consistently below average).
It is also important to communicate from above, to avoid authoritarian, sexist and bullying treatment, creating and instituting special listening plans.

The company need minimise the effects of misinformation on the rights to work. It is important and appropriate to clarify and detail on paper the policies on workers' rights such as:
-diversity
-age
-race and ethnicity
-disability
-gender 



















PERFORMANCE MANAGEMENT PLAN.
The company must to create a performance management plan, which is a review of an organization's strategic goals by defining individual goals. 
These goals form the basis for polarizing employees on what they need to do as individuals for the organization to implement its strategy.
In its broadest and most generic meaning, strategic management is the term used to define the practice of developing plans, designing operations, managing employees, verifying results, and coordinating work processes to achieve expected results.
The manager must apply three questions to determine if his performance management plan is effective:
 - Do employees know what their duties are?
  - Do employees have a method of estimating success?
- Employees get feedback on a regular and repeated basis?

During the organization process, managers specify the tasks and activities aimed at achieving the results obtained in the planning process. Each function is then divided into manageable groups; authority is delegated to the group leaders, such as managers and supervisors; and lateral and vertical interactions are proven

“Prior of this, Hendry and Pettigrew (1986) provided a wider definition, claiming that the strategic aspect of human resource management (HRM) within organisations consists of four key elements:
 • planning 
• a coherent approach to the managing of people underpinned by a core ‘philosophy’ 
• matching HRM activities and policies to some explicit strategy • seeing people as a ‘strategic resource’ for achieving ‘competitive advantage’”
So, the manager of Hanoi company, needs to plan a strategy to
- to improve the quality of work and training, of character satisfaction and productivity.
- determine roles and grades, apply incentives and bonus where is possible.
-establish a correct and full list of policies that describe the rights of employees within the company.
If a human resources department receives poor ratings on service delivery from its customers in the organization, the vice president of human resources may decide to change a goal to improve customer service. When employees know that how they perform customer service is being monitored for improvement, they will be more incentivized on service improvement and their supervisors will be more biased on observing and giving them feedback on ways they can improve their skills. service.
Creating a Performance Management Plan In this context, a PM plan begins with a review of an organization's strategic goals by determining individual goals designed to address those goals. Effective PM tools set performance goals for employees at all levels in an organization. 
Best practices: General and internally good HR strategies and practices can be established; by requesting senior management to carry out key HR practices (choose the best ones) as a path to superior organizational performance.
Best fit: circumstances and context establish HR strategy and practices; this requires that the HR strategy be compliant with the competitive strategy and added to internal and external contextual factors.
The Resource Based View (RBV) of the company: people are an integral part of an "available" portfolio of organizational resources; this importance recognizes people as a precious resource in the search for competitive advantage and requires the collection and maintenance of basic skills, as well as the active management of tacit and explicit knowledge of employees.









HOW TO IMPROVE THE HUMAN RESOURCES EQUIPMENT IN THE COMPANY.

- Must have a clear and well defined motivational policy, which includes employee management, good internal communication and information in order to create and strengthen a solid and compact work environment to increase the productivity and overall competitiveness of the company.
it is necessary to invest in a conscious human resource management that values professionals and bets on the qualities of each one.
-The human resources department should master the company's organizational strategy to support other organizational areas in achieving their goals.
It will be necessary to have exactly clear the objectives and results of the company, to introduce them into your management strategy and to create a compact set of synergies between all the components of the organization to manage the human resources policy efficiently.
- Keep in mind the functions that will be performed by each employee; it is an element that seems simple but of fundamental importance. In this way, you will have total clarity on times, ways, objectives and priorities, and it will be easier to be able to dilute the stress of work, as well as make it easier to define goals. 
it is necessary, indeed essential, to be realistic and not to propose anything that is not achievable or with a deadline that cannot be met. It is not mandatory to reward those who have produced the most, but providing some kind of benefit could be an advantageous solution, such as teleworking, feasible for the company to be able to implement.
- When an employee is updated on the work they do, their daily work becomes more productive and for this reason we recommend that employees take part in training courses.
Thus, the company wins, since it directs the worker's time to what matters most, and the employee wins, who has the opportunity to grow personally and professionally.
- Having a defined evaluation system, according to which it is possible to know who has contributed the most and who has developed the most, for example, is essential, especially when assigning some benefits. 

This can also be a way to further boost employee productivity.
- Along with the management system, a constant feedback routine is another attitude that allows the employee to know where the company expects it to develop further and which it already satisfies.
It is important to note that the employee should also be free to comment on how he feels about the company. This is the only way the relationship between the parties comes close and possible conflicts can be resolved.
- More than a simple bulletin board where you can post the news, internal communication is very important to prevent the famous rumors from divulging information that does not exist. So don't hide information from employees. If a company does not rely on an excellent internal communication tool, e-mails with the most important updates or the organization of constant meetings can be a good way out.
Specific communication channels must be used to adequately convey the values, objectives and corporate image to their employees with the aim of creating a sense of belonging and strengthening the personal-company relationship.
- to improve the human resources of a company, having a good climate in the office or in the workplace is not to be considered a utopia. This should be a reality for managers and employees.
Therefore, it is important to always keep in mind that the environment among colleagues should be healthy and that the tools to be used should work well so that everything works as intended.
Improving the management of human resources is a daily challenge, which requires dedication and the search for efficient solutions to ensure a positive scenario for both the organization and the employee.
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