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Introduction

[bookmark: _Toc48903916]The following report is based on HRM practices within an organisation. It will also reflect why HRM is important within an organisation. It will basically outline the modern reward practices and will show how other organisations are performing this practice into their business with the target of developing employee engagement which is a most important accountability of the managers within the organisation as it directly relates with the productivity. Finally, it will consider how the General Manager of the organisation can persuade the Line Managers that the initiative of these reward practices can implement value to the business. 


Issues of Hanoi Hat Company  

The Hanoi Hat Company is a Vietnamese organisation which produces hats and caps. The company is facing pay issues and also confronting with less production rate. When the company became successful, it was agreement by a global sportswear organisation to make short runs of specialised models for specific events like the South East Asian games. This agreement was immensely profitable for the company. However, each special model is designed distinctively and thus the cutters had to improve their skills to make each order. The General Manager of the organisation realised that the employees need to train thus to enhance their skills in order to improve the product models, but training had the impact of lessening their production rate and thus each people in the organisation earned less. According to personal insight, since the organisation structure of the company is very simple and there is no HRM but the issues of pay and dismissal are controlled by the administration office and other personal issues were addressed by the Line managers of the employees. Thus investing on employee training became one of the headache and expensive also due to lack of HRM in the organisation. The General Manager argued that to overcome these issues, they need to recruit specialist HR Manager but the line managers opposed this and counter argued that they observed as an unimportant invest for HRM and potentially to wane their own influence. In this connection, it is essential to reflect why HRM and its practice are needed within this organisation and how it can resolve several critical issues.
[bookmark: _Toc48903917]Definition/ model of HRM 

According to Ngwenya and Aigbavboa (2017), Byars and Rue in 2006 defined HRM as a system of actions or performances and strategies that concentrate on effectively controlling workforce at each level of a company to acquire the goals of a company. There are several models such as Fombrun, Harvard, Guest and Warwick are mainly being followed in giant organisation but according to Hanoi Hat Company, a small organisation should follow outsourced HRM model. Under this HRM model, repetitive and or transactional methods processes will needed to be outsourced by the respective organisation as it supports this basis which will free up the in-house staff of HR to perform on strategic initiatives. Furthermore to benefits, payroll as well as compliance, generally outsourced tasks comprise recruiting, on-boarding and training as well as relocations. This model is suitable for Hanoi Hat Company with limited assets as outsourcing these above mentioned tasks usually costs lower than expensing in the personnel and technology that would be essential to do those functions in-house, as stated by author. However, author argued that there are potential cons comprise things such as deficiency of customisation, breakdown of the vendor for delivering the contracted service level, accountability for faults made by the vendor, deficiency of internal visibility into the processes of HR, and the possibility for price increases; although all these issues can be eradicated if the organisation follow proper vendor management. This can be possible if this model is being followed by the organisation because then the administration office would be free to do so. 


Definition/ model of HRM 
According to Ngwenya and Aigbavboa (2017), Tzabbar , Tzafrir and Baruch  defined HRM as a system of actions or performances and strategies that concentrate on effectively controlling workforce at each level of a company to acquire the goals of a company. There are several models such as Fombrun, Harvard, Guest and Warwick are mainly being followed in giant organisation but according to Hanoi Hat Company, a small organisation should follow outsourced HRM model. Under this HRM model, repetitive and or transactional methods processes will needed to be outsourced by the respective organisation as it supports this basis which will free up the in-house staff of HR to perform on strategic initiatives. Furthermore to benefits, payroll as well as compliance, generally outsourced tasks comprise recruiting, on-boarding and training as well as relocations. This model is suitable for Hanoi Hat Company with limited assets as outsourcing these above mentioned tasks usually costs lower than expensing in the personnel and technology that would be essential to do those functions in-house, as stated by author. However, author argued that there are potential cons comprise things such as deficiency of customisation, breakdown of the vendor for delivering the contracted service level, accountability for faults made by the vendor, deficiency of internal visibility into the processes of HR, and the possibility for price increases; although all these issues can be eradicated if the organisation follow proper vendor management. This can be possible if this model is being followed by the organisation because then the administration office would be free to do so.


[bookmark: _Toc48903918]

Importance of HRM

As per Jones and Bartlett (2020), employees are considered to be the human resource of a company and its most valuable resource. To be a flourishing company, Hanoi Hat Company must create employee productivity a major goal. The productivity level can differ relying on the level of skill the workforce demonstrate in their works and the levels of employee satisfaction with the company and their works. For developing high performance and efficient workforce, the Hanoi Hat Company should utilise HRM input or practices and policies in the areas such as recruitment and selection, Job analysis and Designing, employee motivation, reward system, training and development and also in strategic planning.
[bookmark: _Toc48903919]
Contemporary reward practices and employee engagement

According to the case study, it is essential to introduce reward system within the organisation along with training. Giving training to the workforce will definitely improve their skills, work quality and career opportunities but it may lead to employee resistance. One of the main reasons are that the employees may be opposing the training program is due to they are incapable to observe how it associates to them or what the result will be. Alzyoud (2018) argued that when workforce does not feel as if the given training is advantageous to their performance and overall success or daily issues, they become disinterested and defend against and as a result it lessen the overall productivity of the organisation along with the employees. On the other hand, SALEH et al .,(2020) counter argued that employee engagement is needed to improve productivity and business performance, and this essential within the Hanoi Hat Company which is facing low productivity rate currently. Employee engagement is nothing but a positive approach supported by the employee towards the company and its values. Furthermore an engaged worker is cautious of business environment and performs with co-workers to enhance performance within the work for the benefit of the company. The organisation must perform to cultivate, sustain and develop engagement which needs a two-way relation between manager and worker. This definition is planned to make sure that employee engagement does not experience from the weakening of one of the components in structural commitment which explains those that are obliged to the company as they feel they have no option.
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Figure shows Engagement model
 (Source- Saleh at al, 2020)

Furthermore, employee engagement only comprise those organisational citizenship behaviour that performs for the positive benefit of the company, not only those for the immediate co-workers’ benefit. It is hence a wide concept as shown in the above figure. thus employee engagement is essential to managers as an growingly large pile of research shows that these kinds of behaviours deliver a scope of benefits of the organisation comprises- less employee turnover where 87% of employees are less prone to leave the organisation, better attendance, enhanced safety, higher performance and developed customer service (Hoole and Hotz, 2016). To create employee engagement, HR and the Line manager of the company like Hanoi Hat Company should include reward system within the organisation. 
Reward and the practices of HR at the same time can apply encouragement on the performance of the organisation. This is confirmed by Tzabbar , Tzafrir and Baruch (2017)in his meta analysis that comprises  89 primary studies to replicate extend and integrate the prior research which representing a connection between high performance practices of HR and persormance of organisation. They recognise 3 sets of influential practices of HR and those are that develop skills, authorize workforce and enhance motivation. This research also reflects that reward can be a practice influencing organisational performance. These Meta analysis studies concluded that compensation associated to employee or organisational performance appeared to enhance labour productivity. Brown and Reilly (2015) explained that reward for performance was discovered among other things, to motivate performance of organisation in job. Osborne and Hammoud (2017) comprises individual performance associated pay further profit connected bonuses are two out of his eighteen HRM practices connected with employee commitment and high performance, that are also needed within the Hanoi Hat organisation. Victor and Hoole (2017) explored that certain practice of HR that develop skills, capability and motivation and also comprising share ownership programs, competence based pay, rewards of team and incentive pay are connected with great performance of organisation.
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  Source-  Pandita and Ray, 2018)

A broad scope of evidence shows that reward does influence employee engagement and this comprises the following things such as Paying and providing benefits were the variables taking part in the employee engagement as per IES research study; fair pay was a main part encouraging employee commitment in the government service performance chain of Canada; linking pay to performance has the highest impact discretionary stress in comparison with a scope of other aspects; and another research of World at Work shown that performance associated pay has a specifically strong effect on the engagement of great performers of a company.
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Figure shows Total Reward Model
(Source- Pregnolato, Bussin and Schlechter, 2017)


Pandita and Ray (2018) have secured that getting improper rewards control the performance of employees.Author listed insufficient factors of package related to pay in the first 3 aspects adding to job dissatisfaction when the pay model knowledge performs in reverse. Thus this new strategic reward model shown in the below recommend which Hanoi Hat Company should also follow employee engagement strategy which the HR produce should delivers organisation’s benefits; proper reward procedures and practices in terms of fiscal and non-fiscal and controlled in combination can assist to develop and enhance employee engagement however if it is poorly planned or implemented rewards can obstruct it; reward is a type of bundle of HR practice which is related directly with high performance of the organisation; and apart from these, utilising remuneration to draw attention and employee retention, company should plan approaches for rewarding that are possibly to influence employee engagement and thus direct to superior performance of the organisation. 




In this connection, it can be stated that the General Manager should appoint an expert HR manager within the organisation. According to Vuong and Sid (2020), employee engagement must be observed as a highest concern for Human Resource and leadership teams, together with approaches to enhance employee engagement on top of the agenda. In this regard, Line managers of the company like Hanoi Hat have the vital liability of interacting successfully vision of leadership to the front line and subordinates to gain their complete potential. There are several organisations like Adidas and Nike which have successfully do employee engagement by providing competitive reward system in the market. Since the employees of Hanoi Hat are facing less income issue, the organisation can counter this issue by providing different rewards which can be monetary or non-monetary as well. For instances, Nike proffers competitive total compensation to their employees and their slogan i.e. Just Do It approach influence employee engagement. They also assisted them to involve with the community by proffering excel volunteering programs and they feel much better when people reward back (Dowdle, 2017) whereas Adidas has introduced bonus programmes- to enable employees for contributing in the organisation’s success and to provide reward for their target accomplishment, the Group executed a global bonus programme in the name of aim 2 score which merges personal and organisational performance, profit sharing and add-on compensation elements such as For senior management and Executive Board members the company proffer long term incentive programmes for their senior management and Executive members of Board (Adidas Sustainability report, 2020). The Hanoi Hat should influence from these organisations reward practices. They can also provide certain non-monetary rewards such as tickets to an event, holiday trip and team shopping spree. However, the organisation needs to ensure that these should be provided to all employees without doing any kind gender biasness.






[bookmark: _Toc48903920]Persuasion of Line Managers by General Managers

According to Kirilina and Panina (2017), it is the responsibility of the General Managers to make clear explanation of the organisational vision and values along with its mission to all the employees including their co-workers and the line managers however they should bear in mind about the national culture and values before making values of the organisation that should be matched with the values of people. The General Managers of Hanoi Hat Company should influence the Line managers who are resisting about introducing an expert HR Manager within their company and tell them what benefits they will get and why it is necessary to take such initiative clearly (Schuckert, et al., 2018). The General Managers should execute meetings with the line managers of the company by encouraging them to contribute in the decision making process and here the General Managers should keep in mind about Herzberg Two Factor theory. This theory will be good applicable in this case because it attempts to get to the motivational root in the work place. The General Manager of Hanoi Hat should leverage this theory for helping himself to receive the best performance from his team. The two factors that have been identified by Herzberg are hygiene factors and motivators (Alfayad and Arif, 2018). In terms of motivating aspects, the existence of motivators makes workforce to give their best efforts. They are discovered within the actual work itself whereas in terms of hygiene aspects, the lack of hygiene will make workforce to work less or demotivated. The effect of motivating and hygiene aspects is summed up in the below figure. Motivators can be denoted as the satisfaction and the hygiene aspects denotes to as dissatisfaction factor. 
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Figure shows Herzberg Two Factor Theory 
(Source- Kotniand Karumuri 2018 )
Some instances of motivators and hygiene aspects are shown in the below figure.
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Figure shows the Two Factor Theory of Motivation
(Source-Ozsoy, 2019)

The manager should make them understand that they will retain their power to direct their subordinates’ work and if the HR Manager is being recruited then he or she will help them and advise them in critical and complex situation which will ultimate provide them benefits to achieve the organisational goals quickly. Moreover the General Manager of the company should also make the line managers to understand why reward practices are needed within the organisation. Rewards can be referred as motivators and state them if the organisation provide recognition to the employees as per their performance they will get motivated and want to engage themselves in their work and if they provide better reward no employees want to leave their company with dissatisfaction. For doing so, Nike has now been listed among the top 100 organisations to work for with a just 9 percent voluntary turnover rate (ARC PEO, 2020). 
In respect to motivating factors, the company should provide a job which must provide a worker a sense of accomplishment and this give them a proud experience of having done something critical but worthwhile. Moreover, the company should give a worker with praise and recognition of their achievements and this recognition in terms of rewards should come from both the line managers and peers (Kotni and Karumuri, 2018). By providing rewards it will automatically help the employees to take the responsibility by their own self and they will be eager to complete the task by their own self and will do not feel that they are being micro managed. 
Alternatively, in terms of hygiene factors, the company should make a fair and acceptable pay structure so that none of the employees feel demotivated and it should be competitive with its competitors in the similar industry. In addition to, the general manager should retain the status of all workers within the company (Chiat and Panatik, 2019). Doing significant work can give a sense of status which is necessary as the line managers feel that they would lose the authority if a HR Manager is being appointed in the organisation. Therefore all level of managers and leaders should try to achieve high motivation and hygiene within the organisation which will help to make all the workers motivated and they would have very less objections. There are only two steps to utilise this theory to develop the motivation of the team and that are- eradicating work hygiene stressors (rigid work environment, strict monitoring, poor pay structure and so on) and augment job satisfaction (recognition and rewards, guidance, proper direction and many more).

In term of combination of motivator factors and hygiene factors of Herzberg Two Factor Theory, it is observed that the a useful matrix can be produced by simple combination of both of these factors and this matrix can be beneficial for the management of the company to motivate the employees which will in turn help the organization to improve their productivity. A possible set of combinations are mentioned below:
 High motivation and high hygiene: as mentioned, it can be an idyllic combination for motivating the employees of Hanoi Hat Company. Through looking from an organisational perspective it can be stated that this combination will be beneficial for producing high motivation and low amounts of complaints among the employees of Hanoi Hat Company (Dowdle, 2017). 
High motivation and low hygiene: with regard to this combination, it is observed that even though employees become motivated significantly, numerous complaints are posed by the employees. For example, employees of Hanoi Hat Company might face challenging and rewarding jobs but the policies of the job might not be suitable for them or they might not prefer the environment of their workplace (Dowdle, 2017)
Low motivation and high hygiene: with regard to this combination, it is observed that employees of Hanoi Hat Company. might take interest in performing their job effectively and become content and satisfied with the salaries they are receiving at the end of the month but lack of desires are there among them for taking any initiative individually for achieving the strategic goals of the organisations. The job is synonymous with a paycheck.
Low motivation and low hygiene: it can be stated that this combination is worst for any kind of organisation. In case there is low amount of motivation among the employees of the organisation and low amount of hygiene for the employees of the organisation, employees will tend to leave the organisation, so that employee turnover rate will be enhanced and this will impact the productivity and profitability rate of the organisation. 
So, with regard to this, it can be stated that in order to enhance the performance of the employees of Hanoi Hat Company, the manager of the company should be able to implement a high amount of motivation and high level of hygiene within the organisation for their employees. With regard to this theory it is observed that both of the factors are not dependent on each other and so that both of them are necessary for ensuring the high productivity of the employees (Alfayadand Arif, 2017).


Conclusion 

Thus from the above discussion, it can be understood that by providing motivation can develop the individual and overall performance of the organisation. Reward practices are the one variable which also leads to employee engagement and this will naturally increase the rate of productivity if a proper HRM structure is being established within the organisation. Furthermore, outsourcing will also be helpful for training and development to the organisation, thus it is to recommend the organisation should invest some in the training process to improve the level of productivity as a whole. Therefore, it can be concluded that both line managers and HR managers are important which will help together to achieve the organisational goals strategically.  
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