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INTRODUCTION
Human resource management is a modern and collective term that describes the management and development of employees in the organization. In addition, it includes all activities related to human capital management in the organization. (www.humanresourcedu.org) Strategic Human resource management /SHRM/ is an attitude to managing human resources that supports long-term business goals and outcomes with a strategic plan. The outlook focuses on long term people issues, matching resources to future needs, and macro-concerns about structure, quality, culture, values and obligation. It is necessarily dependent on the evolving nature of work itself, which is explored in our Megatrends series.  
This report critically analyses the outlines reward practices with the aim of increasing the employee engagements. (skinner, September 1981 Issue) 

WHY REWARD PRACTICES ARE IMPORTANT?
Having a good rewardsystem helps keep employees happy, loyal to the company, and impatient to move up the ratio. Rewards, like public recognition and additional pay, motivate employees to work harder. Reward management is influential for the following reasons:
Builds trustworthiness, confidence and increasing employees’ engagement. (Powerful employee recognition solutions)



Aims of Reward Management
The research aims are to analyse the relationships initiate among rewards, job performance and job satisfaction in Hanoi Hat Company in Vietnam
The relationships get going through the rewards, job satisfaction is tested. The result shows us that rewards have a positive influence on job satisfaction, the relationship between job satisfaction and job performance is not analytically notable and the relations between rewards and job performance is not statistically significant. Here I found both theoretical and practical suggestions. One side it extends the theory from the human recourses management field by analysing the relationship established among rewards, job satisfaction and job performance. On the other side, its helps managers understand the importance of using rewards as a strategic directorial tool, capable to increase employees’ satisfaction. (Article in Journal of Asian Business and Economic Studies , August 2019)



STRATEGIES

Strategic planning is an ordinary process that takes place, usually in bigger organisation, defining how things needs to be done.       
Strategy, by contrast, exist in all of the organisations and defines the organisations’ behaviour and how its efforts to realise its domain.
Strategic HRM can include a number of solitary HR strategies:
. to deliver fair and equitable reward
Salary management is an occupation of the management of the firm, assisted by the individual specialists in human resources management, aimed at planning, organizing, coordinating, managing and controlling the work on the framework of the system for regulate the salary and for the creation of the necessary conditions and prerequisites for its productive functioning and opportune change when there are changes in the external and internal components that control it, so as to achieve the targets of the company.

. to improve employee performance
HR strategy creating the substructure for successful people management
People are also resources because they have the awareness, the skills, the inspiration and the right frame of mind to work. It depends on the people to the considerable extent how the other resources of the corporation are used.

. to streamline organisational structure (Skills Solutions Pages)
Many small business companies are familiar to the idea of closed budget, a small staff and capacity for negotiation, especially to adapt a previous statement or decision. Streaming the organisational structure can help the Hanoi Hat Company in Vietnam save on resources without immolating service. (Beveridge)  
Power distance

The distance of power represents the degree to which members of a culture expect and accept the unequal distribution of power in society (Hofstede, 2008). In countries with a high-power distance, there is a hierarchy in the organization. Pugh and Hickson (1995) explain high power distance as a perception of inequality - "a place where everyone and everyone takes their own place." The status of superiors in such cultures is extremely important and must be acclaim by assistant, who are usually told what to do and how to follow the rules, expecting clear instructions that are accepted without unneeded inquiries. (Klimina)

Around the world like Vietnam’s country with a high-power distance, most managers are despots who enjoy the privileges of the power they hold. On the other hand, in countries with a low power distance, it is believed that everyone should receive the same privileges. Employee involvement in the decision-making process, individuality and personal opinion are highly valued and a democratic style of governance is practiced (Hofstede, 1980). Including here our Hanoi Hat Company the managers using the hierarchy model of managing the company.
According to Xie, Rau, Tseng, Hui, and Zha (2008), members of low-power cultures Europe predispose to peaceful cooperative strategies during joint negotiations and venture. They easily compromise and collaborate with other cultures. The general managers and his colleagues conducted a study in which they concluded that power distance greatly affects the effectiveness of communication. People from high-power countries Asia, due to fear and indecision, often show less effective communication than people from low-power countries.
Thus, in countries with a decentralized business environment - existing in many American companies - people usually pay attention to the individual based on how convincing his statement or point of view is, regardless of his position and status within the organization. Zhu and Bhat analyze this phenomenon, saying that "cultures with low power distance and strong egalitarianism tend to pursue more egalitarian and interchangeable communication strategies because they treat everyone as if they have the same status."
In contrast to this practice, in highly centralized cultures Vietnam, high-ranking employees in the company are especially respected even in case of dispute and disagreement when a problem jump up. (http://bit.ly/2RGdOm4, n.d.)

Masculinity versus femininity

This dimension shows which values ​​are common in different societies - male or female. Male cultures (mainly Western European countries) are usually more ambitious, confident and competitive, while female cultures consider quality of life and helping others to be especially significant. Women's nature dominant social values, the care and protection of others. In women's cultures, such as Sweden, quality of life matters, people live to work, not work to live. (From Hofstede (2001), Culture’s Consequences, 2nd ed. p 297.)
Relationships are especially important, there is a more pronounced gender equality, and men and women usually share their tasks. In masculine societies, the dominant values ​​in society are material success and progress. Men dominate all activities. They must behave confidently, ambitiously and firmly.
In Western culture, men must be aggressive, highly competitive and purposeful, while women are passive, cooperative and emotional. This analysis implies that femininity and masculinity are not innate characteristics, but social and cultural conditions of the environment.

In a business setting, masculinity can be associated with defending positions and one's own opinion, and femininity with caring for a harmonious approach in business.

ANALYSES

Current years, foreign direct investments flow into Vietnam have been on the rise as greater number of foreign companies decide to establish business in the country. Employers need to develop a good understanding how human recourses work in the country. (Register a foreign company in Vietnam, n.d.)

For lot of people, salary structures are usually a beginning point, particularly as it rationalizes salaries and motivates staff.
For Vietnamese employees that work in foreign companies in Vietnam, compensation is determined through negotiations between the two parties. However, the compensation should be no lower than the minimum monthly salary rates as stipulated by the government.
According to the world economy, Vietnam as a country have many competitive advantages and a strong investment climate. Like all the other countries they have their own way of doing things in Vietnam. To avoid cultural disasters, I need to analyze and do some recommendations on how a company cam work effectively with Vietnamese colleagues. 
First of all, why we need a strong HR department:
· to get well-know the company team as much as can
· organize outings with the team to start with to create semi-professional joining experience
Since the male colleagues should be willing to go for beers but the female coworkers generally prefer not to, it could be a good idea to go to cafes (coffee shops as it is known in Vietnam) or for dinners after working hours. It may not be easy in the beginning to find out their strengths and weaknesses as Vietnamese are generally shy. One way to quickly break the ice is to talk to the team humorously and positively. Through the outings, we will be able to observe and understand the team’s habits, characteristics, attitudes, and preferences. With that knowledge, it will be much easier to get through to the team. In circumstances where they made mistakes or something was not done, patience and polite firmness are the better solutions. Encourage your team to take action, give them a sense of responsibility and complimenting them are other ways of forming a successful work relationship. In an interview on Vietnam news, foreign managers have commented that they found their Vietnamese teams to be hardworking, show interest in their work and pay attention to their duties.
To create a strong HR department, we should follow Vietnamese culture and concepts. 
· Seniority and showing respect are important concepts in Vietnam, influenced by the hierarchical structure in Confucianism; it is common that most Vietnamese feel they have the obligation to respect people who are older than them.
· Vietnamese employees are rather punctual, especially in business meetings. However, a tolerance of about 5 minutes late is normally acceptable.
· Vietnamese employees usually need to build personal trust outside of the office in order to increase their teamwork and collaboration. This is the reason why companies in Vietnam usually have a budget for team members to have meals or some sport activities every few months or even monthly.
· Vietnamese people, especially software developers, generally dress casually probably due to the hot weather especially in the south. Suits and ties are not common, and developers could even be wearing t-shirt and jeans to the office.
It could be well to be the current generation to unleash the full potential of Vietnam’s human capital resources.
The results showed us that training and development played the most important role in the change project effectiveness in the Hanoi Hat Company. Should change competence, change leadership, non-authoritarian model, change motivation to achieve the right goals. Different organizations have various people, styles and cultures. Understanding people is important as much as to success depends on the unique contributions of people involved.    
 Analysing the social distance under, business contacts in Vietnam are referrals, a recommendation from an existing business associate. However, given the growing competitive nature of Vietnamese businesses and the influence of the internet, it is common today to develop direct business contacts. Vietnamese business relationship inevitably becomes a social relationship after some time and the more you share about your personal life such as family, hobbies, and aspirations, the closer you will become in the business relationship. A typical business dinner meeting will be held in a restaurant and alcohol, be it beer, liquor or wine, will surely be served and toasts will be exchanged. Informal business meetings in Vietnam such as having meals and drinking can help your business as it will strengthen your relationship with your partners, and it is a norm that many important deals are made over a drink.
The American, European EU - above all, Germany, France and Great Britain and Vietnam can be singled out as the main basic management models. These models are purely outwardly different in geographic, national and historical conditions of formation and development. Geographically, they are representatives of the most dynamically developing parts of three continents: American, European and Asian. The creation of the American and European model was attended by people close in their national and cultural mentality - Europeans and European settlers in the United States. The formation of the first two models took place, approximately in the same historical interval - the 19th-20th centuries.
The Vietnam model was created on the basis of American-European scientific achievements, taking into account the Vietnam mentality (a greater desire for isolation, cohesion, generally in the second half of the twentieth century. Historical features are that the United States is the youngest, dynamically developing nation, not burdened by any socio-cultural conventions, which has become a model for the development of classical capitalism. The features of the European model stem from its deep history, accumulated colossal scientific knowledge, and continuous aging of the population.
The Vietnamese model was formed after World War II, when, due to historical cataclysms, the spirit of military expansion was transformed into the spirit of the need for economic expansion, as a condition for the survival of the nation, through the implementation of advanced Western achievements in Vietnam. This country is an excellent example of transformation from a "student" to a role model and "teacher". The authoritarian regime of human recourse management thrives here - exploitative-authoritarian - this system is based on the "principle of carrot and stick". In this style, governance is based on orders and punishments. Strict control over the work process is carried out, decisions are one-way, centralized, there is a lack of trust and dialogue. This system is defining as the most inefficient with the most unfavorable social climate.

The listed preconditions of formation of models of management of human resources predetermined also their characteristic features. Thus, the American model is more dynamic and more focused on making a profit in a short period of time. Here more emphasis is placed on the development of competitiveness, the qualities of the employee, making him more competitive, responsible for their actions and deeds, strong motivation of employees. The comparison between the American and Vietnamese models.
The European model is characterized by a greater focus on social development, the creation of good working conditions for individual workers, providing them with various social guarantees, ie, it is more socially oriented. Due to the aging population, the increasing attraction of foreign labor to European countries requires a more flexible combination of permanent and temporary labor, differentiated social services.
The Vietnamese model is the presence of a single natural resource, such as man, and other above features is more focused on the formation of stable labor nonnational groups, product quality development and expansion its sales market, training of highly qualified employees, strengthening of corporate cohesion and commitment of employees with the simultaneous development of strict labor discipline. Thus, the Vietnamese model is more focused on human development - a citizen of his country.


CONCLUSIONS



You don't need to like HR, but rather help it understand business, processes and you as people. Representatives of this function are not perfect, because no one is. If we think through the prism of empathy and working with people is difficult, then what is it for those employed in the "Human Resources" department? There is still a lack of culture and understanding of the strategic role of HR on the part of owners and managers in places and industries. Occasions and reasons - a lot.
When you don't understand something, you don't automatically accept it, you underestimate its added value and you don't like it. Or else - when you have high expectations and a low threshold of patience, disappointment is a matter of time.
Inadequacy in one's eyes, lack of competence and professionalism is not a trademark of the Human Resources Department, a certain position, gender or level in the hierarchy, because it is everywhere.
the development of world civilization is characterized by an ambiguous approach to the human factor in the socio-economic life of society. If in the developed countries of the world this is an increasing value, on which scientific research is more and more concentrated, then in the underdeveloped countries of Africa, Asia, Latin America it is more of a problematic factor, which is associated with the threat of overpopulation, the need to control the population size and provide it with basic necessities.
On the one hand, it is obvious that such an approach is the result of the historically formed disproportionate, uneven development of mankind, which will persist in the coming decades. This problem occurs even within the most developed countries, but to a lesser extent. On the other hand, this is a consequence of the slow flow of advanced ideas and technologies from more developed countries to less developed ones, weak interpersonal and interethnic interaction of people. According to World Bank experts, more than 70% of the national wealth of developed countries is accounted for by the human factor, and in developing and underdeveloped countries, there are enough of those that receive huge.
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Further reading  
Books and reports
Visit the CIPD Store to see all our priced publications currently in print 

Journals articles 
Members and People Management subscribers can see on the People Management website.










