[image: Text

Description automatically generated]




Human Resource Management LCMB7000

Assignment 2


Analysis rewarding practices of Hanoi Hat company 

Prepared by

Velichka Memleketova

2014036


Lecturer: Dr Gladius David Kulothungan



January 2021
Wordcount:2951
Table of Contents
Introduction	2
Outlines contemporary reward practices that could be introduced into the business with the aim of increasing employee engagement	3
Considers how the General Manager can persuade the line managers that the introduction of these reward practices can add value to the business	7
Conclusion	11
References	12



[bookmark: _Toc57143406]Introduction 

HRM or Human Resource Management refers to the practice of administrating people to accomplish better performance. It is determined to improve business performance in terms of better retention of skilled workforce, develop healthy relationships, plan change and manage conflicts. This report will aim to demonstrate a brief understanding of contemporary reward practices within HRM function that increases employee engagement. The discussion will be linked to HR concepts or theories to allow general manager of Hanoi Hat organization manage issue in employee satisfaction and productivity level. Later, the general manager will be offered with strategic approaches or concepts to effectively persuade the line managers for introducing reward practices in the organization.


[bookmark: _Toc57143407]Outlines contemporary reward practices that could be introduced into the business with the aim of increasing employee engagement 
The contemporary reward activity at present has been the core of the business organization to grow teamwork spirit and build a reputed employer brand. The effective reward practices have the capability to attract talented candidates and staffs tend to work higher when they feel rewarded as well as recognized. While better reward practices develop a sense of satisfaction and high morale, Hanoi Hat organization has noted to lack the same. The company is the producer of caps and hats within Vietnam and emphasized on delivering limited basic models’ range. At first, the corporate structure with simple operational unit consists of employees with developed skills and led profitable business performance. The international collaboration with the sportswear company has led Hanoi encounter decrease in production as employees found dissatisfied of training reducing their earnings. In order to address such issues, the inclusion of strong reward practices has become the utmost need for the company to grow employee engagement and enhance business performance in return. With the aim of improving employee engagement, the contemporary reward system or practices that could be introduced within Hanoi Hat organization are as follows-
Extrinsic versus intrinsic rewards: The satisfaction that the employee receives from the respective job is the main intrinsic reward that a company offers to the workforce. This satisfaction has been self-initiated rewards including pride for their own work, have a feeling of achievement or be part of the team. Hanoi for increasing employee engagement could offer intrinsic rewards like job enrichment, job rotation, short working weeks and flexible work times which enable the staff huge freedom. Madhani (2017) argued that extrinsic reward practices involve developing staffs engagement by offering employees fringe benefits, promotions and money. The general thread is that extrinsic reward is exterior to the work and offered by an outside source, particularly management. For better development of employee performance, the HR of the organization needs aligning extrinsic and intrinsic in close connection. 
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Figure 1: Different reward practices
Source: Madhani 2017
Non-financial versus financial rewards: For developing employee participation, the rewarding practice related to financial reward remain significant that support wellbeing of the corporate workforce through paid sick leave, pension plans, purchase discounts and paid vacations. Madhani (2017) opined that non-financial reward remained potentially at the clearance of the company and does not grow the staff’s financial position. The HR of Hanoi Hat could develop employee engagement by offering them financial rewards that make life on the work highly attractive regardless of making the staff's life better off the work. The manager needs to clearly view every employee need and offer a correct non-financial reward that returns benefit organization to encounter a growth in productivity level.
Membership based versus performance-based rewards: Meslec et al. (2020) discussed that reward practices that the company undertakes often based on membership criteria or performance. The membership-based reward involves profit sharing, salary increase, benefits and cost of living grows attributable to workforce market situation, seniority within rank, future potential or credentials. In the case of Hanoi emphasizing to grow staff’s engagement through performance-based reward, they require offering group bonuses, utilization of commissions, pay plans, merit pays or other incentive systems. The HR needs practicing reward management to satisfy the needs of all staffs and keep them retained within the company.
ERG Theory of Motivation
For productive engagement of staffs within the organization, Alderfer’s ERG theory remained effective to strategize reward practices so to meet different human needs mainly including relatedness, growth and existence (Snow 2019). The HR of the company need undertaking financial reward practices to meet the existing requirement that involves all physiological and material desires like safety, food or basic pays. In order to engage the employees in need of external esteem and encompass social demands, the non-financial reward practice as building collaborated workplace, friendly staffs and supportive staffs become significant (Snow 2019). The growth needs are about the satisfaction of self-actualization and internal esteem requirement. In here, as the reward to keep staff engagement without any dissatisfaction, the HR of Hanoi Hat need to promote corporate culture on productivity, creativity and innovative thinking is praised. This theory depicts that practice of rewarding staffs in the form of financial incentives could only meet the human requirement indirectly, through apparent values and influence on another person.
Maslow’s hierarchy of needs
The psychologists Abraham Maslow formulated that the individual seeks to fulfil five fundamental needs as self-actualization, esteem, belongingness, safety and physiological needs (Bawa 2017). The theory describes that there exists a hierarchy of needs with highly compelling requirement or basic need like safety and physiological needs at the bottom.  
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Figure 2: Maslow’s need theory
Source: Bawa 2017
The HR of the company could undertake contemporary reward practices that support them retain, recruit and motivate employee engagement as follows-
Physiological needs: For satisfying employees with respective need, the rewarding practice would mainly involve offering workforce with a comfortable working atmosphere, continuous monthly salary and essential amities.  
Safety needs: Bawa (2017) discussed that safety need involves having the formal agreement of employment and rewards in the form of sick pay as well as the pension scheme. As a rewarding practice to keep employee satisfied with the need for safety, the promotion of safe and healthy working culture remains a key aspect of growing productive staff engagement.
Self-esteem: In here, the praise and respect for others is a significant reward. Bawa (2017) supported that for productively engaging staffs with self-esteem need, the reward in form of opportunities for improvement, coaching, mentor system and use of positive reinforcement scheme is effective. The HR of Hanoi Hat needs offering opportunities to staffs for displaying their talent and skills. 
Social needs: In here, the contemporary rewarding activities like the encouragement of team concept towards executing the project, engagement within professional groups and systematic utilization of job satisfaction investigation become significant (Bawa 2017). The HR would need motivating team building based on social practices that meet the staffs need for better engagement within the organization. 
Self-actualization: In order to meet the respective need, the rewarding practice in the form of extrinsic benefits including offering supportive leadership which motivate a high level of self-supervision remain effective. The HR of the company would offer support for the career improvement plan, engagement within decision making, goal-setting processes, promote direct communication with suppliers, vendors, clients or customers. The company could offer job rotation for wider exposure and experience. 
Applying Kahn’s theory of employee engagement
For Hanoi Hat, the teams of completely committed, engaged staffs are an incredibly worthy asset to improve business performance within the market. This helps the workforce to stay for long term making engagement of staffs crucial to retain the staffs. Khan's theory of staff engagement discusses that staff's experience of the workplace within varying situations could cause fluctuations within engagement (Nienaber and Martins 2020). This is better news for HR with having the opportunity to build an atmosphere where participation could be flourishing. As the rewarding practice for productive staff engagement, the theorist suggests organizational HR approach staffs as a true partner including them within consistent processes, dialogues about task design, working relationships and design. Nienaber and Martins (2020) added that the HR executive to grow employee satisfaction needs to encourage staff to express, speak clearly and openly of the work experience. The most critical practice that the employer or HR could take is developing the supportive culture which allows the individual to become themselves, where remain safe from criticism or unwarranted control (Nienaber and Martins). The Hanoi Hat organization for increasing workforce engagement would need to undertake reward practices by understanding the requirement of staffs through feedback, focus groups or working parties. 
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The General Manager of the Hanoi Hat organization could convince the line manager that an introduction of effective reward practices might increase business value by describing the importance of rewards and its quality management. It is important that General Manager communicate the line manager about the different advantage that reward practices would bring in support of increasing overall business performance. The reward practices as mentioned prior is going to bring Hanoi Hat organization and the HR with following advantages which are as follows-
Attracts skilled and top talents- The employer of the business brand requires becoming well-presented and managed by the team responsible for talent acquisition to attract productive workforce in the company (Krithika et al. 2019). The top talents intend to be aware of things they would be getting within the company and the line manager needs to be supportive to offer detailing of sophisticated reward administration system in job overview at time of recruitment process.
Retain the skilled and top talents- Krithika et al. (2019) stated that retaining best staffs add to the success of the business, where employees joining the rival could bring disadvantage in terms of less competitive advantage in the business. The line manager requires understanding that retaining staffs is important and the effective reward practice remains the integral approach.
Contribute towards the corporate culture- The management of reward lead towards timely achievement of company goals and workforce remains satisfied within the workplace. The reward practice and management are significant for the line manager to be practiced to implement a productive business culture.
Grow employee wellbeing- In Hanoi Hat, the HR and line manager has failed to appreciate the hard work of the employees which resulted within staff feeling dejected as well as disengaged. The line manager needs to understand that introduction of reward activity in the form intrinsic or extrinsic is a key aspect to promote the wellbeing of staffs.
Productivity- The attractive rewards offered to the employees and their effective administration grows productivity of the business enterprise as a motivated workforce willingly work to deliver quality services (Hoole and Hotz 2016). The line manager must understand that when an employee's hard work is recognized, they are likely to perform quality work in case they known attractive rewards are offered by the company for productive work. 
Reputation and trust- The introduction of reward practices like membership or performance-based rewards mainly add value to the business by increasing its reputation across clients (Hoole and Hotz 2016). The potential client is likely to trust the company by knowing that staffs feel recognized and satisfied within the organization. Hence, the line manager needs understanding that reward practices and administration bring huge benefit to the Hanoi Hat from the higher engagement of the staffs to adding towards the positive reputation of the business entity in the market.
Develops performance administration system- In the modern business administration, performance administration process is important (Hoole and Hotz 2016). This adds to the business for consistently increasing performance and work quality of every employee. Therefore, the general manager increasingly introducing rewards administration and practices must be encouraged to keep the workforce engaged as well as developing.
The General Manager of the Hanoi Hat organization can also persuade the line managers to initiate the rewards practices including financial and non-financial benefits by application, discussing the advantage of following HR models or concepts:
The Ulrich Model
The Business Partner model or Ulrich Mode was introduced within the year 1995 by Dave Ulrich and falls within the creative human resource management (Roper and Higgins 2020). The respective model emphasizes on managing all HR operation, function into four main roles as a change agent, employee champion, administrative expert and strategic partners (Roper and Higgins 2020). The consideration of the respective model would be proposed to line manager as the model effectively explains that senior management, business leaders and HR need to work together to enhance overall business performance through strategic reward practices. The efficient administration of rewards practices might have an advantageous impact on the workforce performance in various ways including implementation of sense of accountability across staffs and might promote long term concentration with continuous growth. Roper and Higgins (2020) supported that efficient reward practices introduced in the organization decrease service operating expense, encourage teamwork, decrease staffs dissatisfaction and grow staffs interest within the financial performance of the business entity. The rewarding of the staffs for attaining newest skills by the line manager and general manager would add value to the business performance and thus, facilitate cross-training, job rotation and self-administered work teams.
The Blake Mouton Managerial Grid
The General Manager of Hanoi Hat could persuade the line manager to introduce reward practices by describing managerial grid that benefits the HR to create balance concern for staffs or people and concern for production. The respective concept is supportive of the managers to acknowledge their natural leadership approach for creating the personal improvement plan to progress in direction of team administration style.
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Figure 3: Blake Mouton Managerial Grid
Source: Roy 2019
Task management (9, 1): This managerial style often pays less attention to the needs of the staffs and more focus is given on production (Roy 2019). The line manager could believe that business efficiency is the outcome through adequate work system in the organization, where the general manager needs to persuade such thinking explaining that task management style could lead to high workforce turnover. This makes the line manager convinced that the introduction of diverse reward practice is key to continuous business productivity.
Impoverished management (1, 1): The managers with respective style are low on both dimension and depict less effort for getting work performed from subordinates or staffs (Alonzo 2018). This could be educated to the line manager by the general manager that low concern for work deadlines and employee satisfaction leads to disorganization, disharmony prevailing in the company. For addressing the same, the managers need to remain effective through introducing better reward practices.
Country club (1, 9): The line manager needs to understand that it becomes the role of general manager to offer significant attention towards employee requirement and provide comfort as well as the friendly environment as the reward for hard work (Roy 2019). The introduction of reward for staffs would lead towards self-encouragement and line manager could find employee working productively willingly. 
Middle of the road (5, 5): In here, the general manager introduces reward practice to sustain the balance between needs of the staffs and company goal (Roy 2019). The HR would need to push the achievement of boundaries through attractive reward structure. 
Team management (9, 9): This managerial approach is characterized by higher task and people focus (Alonzo 2018). In here the line manager needs to understand that encouragement of trust, respect, commitment and empowerment are the important components within creating the team environment that is achieved through the introduction of reward activities.


[bookmark: _Toc57143409]Conclusion 
In confirmation to the above discussion, it is concluded that human resource management including strategic reward practices remained a key factor to sustain talented workforce within the organization. The reward practices in the form of financial, non-financial, intrinsic and extrinsic benefits that general manager of Hanoi Hat organization if applies strategically gains the advantage of improved workforce satisfaction as well as increasing business productivity.
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