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[bookmark: _Toc61223219]Introduction
The article shows how an organisation needs to imply reward management as part of the HRM process to solve the conflict of fair payment in the workplace. The report was constructed by analysing the case study of Hanoi Hat Company. The article evaluated the reward practices of the diverse market by analysing the topics of con-current issues of HRM and IHRM. Besides, the article has outlined certain reward practices to increase employee commitment in the workplace. The report has also evaluated the concept of reward management and chooses “smart reward”, the newest version of the total reward strategy, as a suitable practice to resolve conflict concerning the case of Hanoi Hat Company.

[bookmark: _Toc61223220]Evaluation of the reward practices of an organisation

[bookmark: _Toc61223221]Current issues of HRM and IHRM
In the past few years, the sector of Human Resource Management has been going through several controversies regarding the factor of employee engagement in an organisation. Previously, the organisation practiced the concept of “Personnel Management” which would focus on only employee management but did not pay any heed to employee satisfaction (Wollard, 2011). So, the concept of HRM replaced the practice of personnel management in companies. However, currently, the concept of HRM is also facing certain issues like intense globalisation, modern manufacturing technique, alteration in customer behaviour and preferences.

Nowadays, the main role of HRM is to use the expertise and knowledge of skilled worker both effectively and efficiently which in term help in achieving organisational goal. Challenges like diverse workplaces also create by HRM practice, which generates optimal profit growth but creates dissatisfaction in the regular employee base because of the change in typical workplace practices. For this reason, “change management” is one of the crucial roles of the HRM system as it maintains balance in both business growth and employee engagement by integrating both internal and external changes. (Brown, 2014)

However, as the world is becoming more globalised, many multi-national companies are using International Human Resource Management. According to Dowling et al (2013), the concept of IHRM is concerned with three broad aspects including cross-cultural management, analysis of foreign HRM practices, and the standardisation and localisation of HRM practices. As the concept is in a global context, some challenges occur regarding the cross-cultural field. Besides, aspects like non-native management and global performance also create several challenges. (Dowling, 2013)

[bookmark: _Toc61223222]In the case of both HRM and IHRM, there are some emerging challenges in today's age. The most crucial ones are described below:

Utilising organisation culture and diverse workplace: As a diverse mind generates new creations and possesses the innovative idea, a heterogeneous workplace is a must. But the management of diverse minds in the varied field and coordinating them is a complicated task. Besides, mergers and acquisitions in the global market, lead to a diverse organisational culture which leads the task of workforce management more complex. 

Dispute management & resolution: There are two sides to organisational conflict. The first one is positive which is known as constructional conflict. Whereas the latter possess a negative impact as it is called destructive conflict. High-level working stress and ever-changing organisational culture create disputes among workers. HRM systems' job is to resolve conflict in time by introducing a code of conduct and negotiation. 

Maintaining a multi-generational workplace: Nowadays, cross-generational culture is a must in a diverse workplace. The Baby Boomers and Gen X prefer the traditional way of working, whereas Millennials and Gen Z prefer diverse working culture. The role of HRM is to merge them accordingly (Pregnolato et al, 2017).

Strategic motivation and retention: People tend to leave the workplace when there is lacking in dearth opportunities. HR managers tend to minimise employee turnover rate by introducing employee-friendly work policies. Besides, employees are more flexible for hygiene motivation rather than financial motivation (Chiboiwa et al, 2010).

Maintenance of the balance in work-life: As the market is becoming more competitive, the workload is enhancing regularly. The HR manager creates a segregating line which maintains a balance between leisure and work stress (Guest, 2017). 

Proper utilisation of 5R’s: In recent years, HR managers have introduced “5R management” as the crucial task for success. The 5R includes “Resourcing”, “Recruitment”, “Retainment”, “Retraining” and “Restructuring” (Zhang et al, 2014).

[bookmark: _Toc61223223]Reward practices to engage employees
For decades, workforce engagement has been the core concept in the corporate environment. Alone processes and products can’t help any company in customer retention. A company also needs highly skilled and loyally involved workers to add value to the manufactured or served marketing offerings. For this reason, employee engagement is a must to value chain in a diverse workplace. However, Armstrong & Taylor (2014) argued that the policies and practices for making employee engaged workplaces are often written than done. The authors argued that many businesses construct policies and practices without any proper research on the con-current situation, which is why the policies lose the focal point and momentum of the objective.

As the corporate market is becoming diverse, employees often shift to competitor companies regardless of good pay and benefits, which increases the ratio of employee turnover. A certain level of employee turnover is normal, but the loss of skilled workers creates a grave loss for any organisation. For this reason, if an organisation is employee-friendly, the workforce will be motivated and more experienced, which in term decreases the ratio of employee turnover. According to Singh (2016), the concept of employee engagement is linked with three organisational factors including efficiency, productivity, and safety.

The proposed case showed the problem of “personnel management” of Hanoi Hat Company. As the company was formulated in a simple business model, the company did not use HRM. The case also showed that the employee of the organisation earned based on their production rate. However, as the company was contracted by a foreign company to produce a specialised and definite number of products, the production rate decreased. As the production rate decreased, employees earned less. For this reason, despite maximising profits, the company loses employee commitment. To cope up with this situation, the company should introduce temporary reward practices to increase employee engagement.

As “unfair payment” is one of the aspects of the conflict in the proposed organisation, the workplace should hire an efficient HRM manager to imply the policies of “reward management” in the organisation.  The organisation should use the “total reward” strategy and “strategic reward” system for the short term. According to Chiboiwa et al total reward is comprised of all the reward factors including intrinsic and extrinsic factors which help employees to get fair payment (Chiboiwa et al, 2010f)
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Job enrichment: Including the factors like understanding the workforce anatomy, responsibility of co-workers, and specifying the roles of workers enhances the employees' view of an organisation which in term creates job commitment (Guest, 2017).

Strategic Compensation: Programs like “Pay-for-performance” can be arranged to increase the tendency of working and improve employee’s behaviour. Besides, “competency-based payment” can encourage the worker to accelerate performance (Dale and Shimko, 2000). 

Efficiency Management: Challenges and be set according to the organisational objective and feedback should be given based on performance. Besides, recognition of the challenging and voluntary task also creates workforce satisfaction.

Encouraging employee recognition: Many HR professionals argue that recognition of employee performance can create a positive impact on employee retention. Often the practice of employee recognition creates favourable workforce culture.

[bookmark: _Toc61223225]How reward practices can add value to the chosen organisation?

[bookmark: _Toc61223226]Evaluation of reward strategies
According to Lawler (2010), due to the introduction of the “Strategic Pay” concept, the total reward method has been a common phenomenon of reward practice which helps the organisational manager to influence the managerial decision by coordinating all aspects of intrinsic and extrinsic reward factors. However, the earlier version of the concept was favourable to managers rather than being employee friendly where employees become isolated. However, the recently total rewards strategy is backed up by organisational performance management. For instance, companies like Microsoft and flicker use strategic pay as workers are more favourable to workforce driven and flexible rewards than the inflexible and patronising reward packages.

Rather than the typical inflexible and rhetoric gap creating reward practices, Brown (2014) has introduced a newer version of total reward strategies known as “Smart Rewards”. The author explained that the future reward management system leads to the creation of “smart rewards” which is comprised of four essential components. The components are evaluated bellow:

Flexible view on core values: A reward policy should be practiced corresponding to the organisational goal of a company. A flexible company always plans to create policies focusing on the core values of the company. For instance, companies like Amazon coordinates their workforce recognition program and targets the five critical values of the workforce. For this reason, the performance rate is increasing because the employees are also identifying them as a resource of the organisation. Besides, Amazon also practices the principle on each workforce irrespective of caste, race, and status. Furthermore, many companies are focusing on an “all-stuff bonus” rather than providing a performance-focused bonus which creates satisfaction for all the workers collectively. 

Focus on Evidence-based management: Pointed out by Rubery et al (2015), the most used method of the evaluation of the rewarding practice is “outside market benchmarking”. However, most of the company assesses the common method of market benchmarking by copying the competitors' reward practicing policies. Smart reward methods suggest that an organisation should go through systematic research of the organisation by assessing cost-benefit and several metrics before constructing any reward practice.

Emphasis on workforce engagement: Employees' performance information and workers' perception of the expected reward will be two major measurement criteria for any organisation. A reward survey conducted by CIPD (2020) found that about one-third workforce in the UK, perceive their pay as typically fair. However, the smart reward strategy suggests analysing workforce engagement data to find out the diverse and multi-generation workforces. However, as the market is competitive, many company practices pay freeze or minimisation, which increases performance but decreases employee commitment drastically.

Prominence on communication and distribution: Many organisations focuses on the design and desire of payment distribution model rather than focusing on the improvement of the communication process in payment distribution. Although the diverse market has created the opportunity of using cheap and efficient communication methods, many typical organisations often use a generic payment method which creates the payment process more complicated and less trusted for employees. A survey on the pay communication method showed that an employee gets a bonus for wider engagement once a year (Zhang et al, 2014).
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According to Pregnolato et al (2017), the concept of reward management is the enactment of the practices and policies of an organisation to promote fair and equal pay for the workforce. When a workforce is treated for good performance and good behaviour, they identify them as valued and become more committed in the workplace which in term enforce the workforce’s overall performance creating a boost in both productivity and profitability for the organisation. The significance of a reward management strategy is that it provides an opportunity to boost workers' performance which creates mutual benefit for both a company and its workforce.

Fair and effective reward practices help to increase job satisfaction and turn a loyal workforce into a skilled workforce. As mentioned earlier, the proposed case of Hanoi Hat needs to implement reward management strategies like smart reward and strategic reward methods. In terms of choosing reward practices for any organisation, the HR manager tends to identify the key of appreciation in a current organisational situation. For this reason, an organisation needs to assess what performance metric would benefit both employee and employer. In the case of the proposed case, as the employees are preferring fair payment, Hanoi Hat company should introduce a smart reward strategy.

According to the survey of Taamneh et al (2018), as part of the reward management strategies, many firms provide compensation packages like benefits, perks, and rewards to the workforce. The compensation packages are the rewards that employees get on for working on a farm. Monetary compensation includes rewards like overtime pay, recognition benefit, bonus, distributary percentage, etc. However, non-monetary rewards include the value of effort, recognition achievement, showcasing the value of an employee. The manager of Hanoi Hat company should also provide a compensation scheme as part of reward practices to motivate employees.
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Retention of the skilled workforce: The significance of workforce retention can be overlooked. For this reason, retention is one of the components of the 5Rs in the HR system. Retaining the most skilled workforce is essential to keep the industry running with pace. However, if the core resource is dissatisfied, they tend to move to the rival company. For this reason, reward management is a must.

Emphasising employee value proposition (EVP): Employee value proposition, also known as EVP, has become a core aspect as it helps to position a company into the competitive market. The term EVP refers to the overall offerings to a workforce. And without proper reward management, the employee value proposition cannot be formed. So, to attract survival in the corporate market EVP is crucial.

Increase in productivity: Reward management boosts employee's productivity ratio rapidly. Employees tend to be more engaged in organisational culture if the organisational policy offers perks like efficient compensation and encourages recognition which in term creates more quality work out of an employee.

Improvement of the performance management system: Despite offering achievement rewards for a temporary period, an organisation should enact the practice of reward management for efficient performance regularly which will create the force more engaged and growing.
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As the corporate workforce becomes diverse, the function of personnel management has turned into Human Resource Management. However, as the context of human resources became globalised, the theory of International Resource Management has come to light. Both the concept of HRM and IHRM focus on the engaging workforce in diverse organisational culture. To create an engaged employee base, the HR manager suggests practicing reward management which makes employees feel like the valued workforce. The article also focused on enacting reward management as part of the HRM system to resolve the conflict of Hanoi Hat Company.
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