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The work talks about the different strategies that are needed for different aspects of Human Resource Management, such as a change in management, retention of staff and development leadership. The implementation of the strategies and the practical implementation of the project is also discussed in Luxottica. Luxottica is a well-known glass wearable company with stores across Europe. The two major theories that entail a detailed description of Human Resource Management and International Human Resource Management are discussed.

[bookmark: _Toc102505413]Human Resource Strategies in three areas 
[bookmark: _Toc102505414]Change management
In the ever-changing world where competition increases on a daily basis, organizations need to keep up the pace of change in every aspect of the business. One such aspect is the organization's management to develop a more agile workplace and a high-performance structure. Nevertheless, introducing a change in management may attract resistance and reluctance from the old guards of the company, so an effective strategy should be followed. The effective strategy would be first to introduce or change the following eight steps that need to be followed, which are related to Kotter's- 
1. To generate a sense of urgency, the company's Human Resource team should review and identify the change in the trend of the market. An elaborate description of the potential crisis lingering about should be discussed frankly. Thereby breaking the status quo and generating a sense of urgency.
2. Building up a guiding team- After the attainment of generating a sense of urgency, the Human resource should segregate employees in a decentralized manner to bring change. The members should possess substantial authority on credibility, expertise, position and leadership, and practical management skills. These teams should work by trusting in achieving common goals.
3. Develop strategic initiatives and vision- The display of vision for the implementation of change needs to be familiarized to the guiding team. Along with vision, motivation to take suitable action and also enhance coordination. The vision will create a clear vision of what the result will be. 
4. Communication of vision- After the Development of the vision, the guiding team should be taken with the assimilation of knowledge for change. The positivity of change is related to the benefit of employees and improved business.
5. Detecting all the barriers - all the barriers hindering the change should be identified. The four barriers include employees' lack of skills, the framework that creates a hindrance for employees, Personal systems and the forces that will discourage the change from being implemented.  
6. Make short term goals- Human Resources should always be aware that bringing significant changes takes time that may discourage employees. They fragment the goals and make short term goals. IT will show signs of early success and slowly mend the mentality of people for change.
7. Constant acceleration- The significant changes are continuously subjected to resistance, so the consistency of the short term success is vital to achieving the transition from the old management system to demand prevailing times. 
8. Institutional change- One famous Kotter theory points out that the success of change is to link two critical components of shared values and that corporate culture should be followed (Kang et al.,2022).
[bookmark: _Toc102505415]Staffing: Retention
The retention of staff is of topmost priority for any organization, as the organization spends sources to train staff to make them an asset. Moreover, the failure to retain staff leads to a loss of assets. Following are the strategy for staff retention.
1. Engage staff- staff should be encouraged to become active participants in the decision making of the company. Staff disengagement will lower their morale and cause them to lose interest in working with the company. The deployment of an HR chatbot will always channel the feedback of employees. 
2. Acknowledgement for their work- Acknowledging the excellent work done by the employee will have a motivating effect if rewards and recognition are appropriately given. Furthermore, the employees' hard work that is appreciated tends to stay in the company.
3. The HIring of the qualified employee- The information about the nature of work expected of a person while hiring should be clearly stated to provide a good onboarding experience. The positive onboarding experience will allow the new staff to stick to the office.  
4. Practically achieving efficiency- To obtain the efficiency of staff, they should not be pressured as it may add to mental toil, which will negatively affect staff motivation. A practical way such as assigning them the work that they are skilled at will automatically increase their efficiency (Rangachari & Woods, 2020). 
[bookmark: _Toc102505416]Leadership development
Developing leadership is an essential aspect of Human resources as it will prepare future leaders of an organization with the overall development of leadership qualities. To develop a good leader, a strategy must be followed by Human Resources to fully integrate an individual with the ability to run an organization even during a crisis and make sweeping changes within an organization by viewing all the aspects related to the change of trend. The following is the strategy related to Learning and Development- 
1. Gaining executive support- To develop a leader, the intervention of the executives of an organization is necessary as it will facilitate the opinions of the stakeholders and approve crucial milestones. This will also enhance an informal meeting of the executives who champion learning and Development.
2. To understand the needs of the organization- The skills in short supply in an organization are vital for understanding the underlying problem of an organization. If the underlying problem is misaligned while developing leadership, it may lead to failure.
3. Leadership competencies- The should be to create a structure for how the leaders of every level develop leadership during their tenure as employees. The development phase should be attached to a framework of an organization and an overview of what the successful Development of leadership will look like (Daniëls et al.,2019). 
[bookmark: _Toc102505417]Demonstrate the chosen strategies 
The implementation of Kotter's Eight steps in Luxottica will help combat the necessary management changes necessary for the overall improvement of Luxottica. It will value the staff of Luxottica as Kotter's first step acknowledges that the change in the trend must be thoroughly analyzed by Human Resources and tables in front of everyone to generate a sense of urgency (Carraro.,2021). During the phase of generating a sense of urgency, everyone will be involved in sympathizing with Luxottica if it is going through a bad patch of time. The trust of an executive towards all the staff will make their values. It will also create an appreciation for the staff of Luxottica as they are given the opportunity to take part in assembling again and re-emerging from the debris of their plight. When the world was hit by the COVID19 pandemic and the aftereffect of Brexit, Luxottica was desperate to change management to manage things differently. The condition prior to the two significant events was ideal management that worked for the benefit of the company, but posts two significant events,  the regulation, trend and market changed, which made an ideal ground for the introduction of change in management. All the consequences of Brexit and the COVID 19 pandemic, and the emergence of new trends were made understandable for staff. This process of generating urgency prevailed when the staff of the company showed concern for the introduction of change to get over the dilapidated condition. The concern was genuine, and a value for change was created, which was received by the staff as an appreciation act. Finally, when the guidance team was formed and their vision laid down. The benefits of the change were also listed. The listed benefits created a sense of belonging for staff as they felt that their welfare was looked after. The benefits included a list of things that would affect the ergonomics of Luxottica along with a systematic way of achieving efficiency.
The second strategy of retaining staff is a lot more complex for Luxottica as compared to the change of management. It owes its complexity to the multi-faced nature of human want and desire. Luxottica values the staff for delivering a range of rewards programs. The rewards include incentives, bonuses and a program to celebrate the achievement of the staff. This adds value to the staff by acknowledging their hard work and dedication to Luxottica (Haas et al.,2020).
Nevertheless, one significant aspect which needs to be fixed was the number of incentives, and initial incentives played a significant role in adding value. Nevertheless, Luxottica later discovered that the amount paid as incentives attracted hostility with time, which was deemed to be negligible. Since then, the incentives system of reward has been upgraded, and stars have been given as incentives. Whenever the stars reached ten, the staff could avail of holidays that added value for staff and felt appreciated. The other form of staff retention implemented was the introduction of a retirement plan which had tremendous benefits for the staff after retirement. The retirement plan was aimed at providing a pension if the staff retires from Luxottica at the stipulated age. The introduction of the retirement plan was a hit, and it provided a sense of benefit amongst the staff for serving Luxottica. Finally, to ease the pressure on the staff, all the staff were tasked to do the job that staff were skilled at, which would avoid the pressure and stress of learning a new work (Allan & Vadean, 2021). 
Finally, for the Development of leadership, the process of learning and Development was followed. It had a significant impact on the performance of Luxottica. Luxottica at first connected the overall program of developing a leader with a high-level goal of the company. This aligned path helped Luxottica set strategic priorities and consider what skills are required to accomplish leadership development goals. Luxottica at first connected the overall program of developing a leader with a high-level goal of the company. This aligned path helped Luxottica set strategic priorities and consider what skills are required to accomplish leadership development goals. Luxottica also considered what was required to drive the company's culture and took actions along the line of culture development at Luxottica to add value (Kjellström et al.,2020).
Furthermore, it also has a clear vision of building a leadership development program and making an elaborate map. The second aspect of leadership development is the process of learning that falls under the learning journey during an employee's time. Luxottica offered various aspects for the employees to grow and learn, which inculcated a mentality to learn. The learning process offered by Luxottica made them feel appreciated and also made them aware that there is a possibility of promotion. This provided a sense of benefit from the leadership development program that Luxottica elaborately planned (Daniëls et al.,2019).

[bookmark: _Toc102505418]Critical appreciation of current HRM and IHRM theories
[bookmark: _Toc102505419]Human Resource Management
The article was written by Mayrhofer et al. (2019) on The impact of  Human Resource Management has not been done in detail. Nevertheless, the article discusses the importance of Human Resource Management at the national level. The article uses both institutional and cultural theories to discuss the importance of Human Resource Management. It also uses Cranet data to illustrate the importance, and from the evidence, the article develops a series of purposes for the advanced research required in Human Resource Management (Mayrhofer et al.,2019). 
The article addresses comparative Human Resource Management and its context at the national level. The essential factor that influences Human Resource Management, which is the size of an organization and the industry where it operates, plays a vital role and is acknowledged along with the competitive factor. Limits cap these factors. However, the article mainly deals with factors at the national level and above. The two main theories related to Human Resource Management are discussed that is Institutional and Cultural theories. The authors hold the view that these two theories are vital to understanding the broader aspect of Human Resource Management. The institutional theory provides a stable and robust framework which will help to understand Human Resource Management. At the same time, a cultural theory defines the ethics and behaviour within an organization. But the main focus of this article was to discuss institutional theory. The authors are of the belief that institutional theory navigates around cultural differences because recruitment is done through an institutional framework. Then points out that the institutional administrative focus lies beyond the horizon of organizational boundaries, into the domain of social process. An action taken by any firm is not viewed as a choice from unlimited varieties of possibilities actualized by the internal settings but are choices narrowly brought down by legitimate options influenced by actors composed of firms and organizations. The influence is rules, belief and norms, which defines the reality of an organization and the options that can be acted upon (Mayrhofer et al.,2019).  
The author has also tried to focus on different approaches which focus on the single institutional elements. Later, it defines that globalization has changed the way Human Resource Management functions at the national level by keeping in view the expatriate factor and the incoming workers from a foreign nation (Mayrhofer et al.,2019). 
The authors have not given a detailed description of Human Resource Management functions at the national level but have provided a contracting view of two theories of Human Resource Management and provided the analysis of carnet based research.  

IHRM
The research conducted by Bonache & Festing (2020) talks about the International Human Resource Management's paradigm shift, and the research helps in showing the systematizing and analyzing the fieldwork is conducted. It also shows what the overall perspectives and the approaches which are neglected are. The introduction deals with the map field and defines the counters of IHRM. The research uses a distinctive interpretation and positivism to show the implications of the goals of IHRM studies along with epistemological and ontological assumptions. Further, their analysis of research methods and other procedures that were used. By doing so, the researchers tried to offer a framework with the help of a literature review which was related to the topic  (Bonache & Festing, 2020).
The researchers focus on the particular issue to glide through paradigm shifts in International Human Resource Management. Then points out that Human resource management is an international context that deals with globalization and the local adaption of Human Resource Management interchange between geographically scattered units such as subsidiaries and headquarters. On the other hand, many kinds of international work constitute significant research in the field of HRM in an international context, including the growing migration and expectations. The research further points out that there was a strong tendency for decades to research global mobility, and the research on IHRM was conducted recently. 
The second branch of research, comparative human resource management, investigates the difference and similarities between the practice of HUman resources in many nations. The third research promising the steam of IHRM, cross-culture Human Resource Management makes a combination of the report the intercultural and cross-cultural psychological studies of Human Resource Management. 
The researchers point out that the above factor created a multifaceted IHRM research field and goes on to point out that it led to a paradigm. Then there is a reference to the work done by Kuhn, which refers to fundamental theories, disciplinary matrix, epistemological and values assumptions that everyone shared. Furthermore, it referred to the key epistemological and theoretical as the right way for the research. 
The significant paradigm shift facilitated by positivism and interpretivism was taken as the two fundamental pieces of research. Positivism seeks to explain and forecast the future of a social world for casual relationships amongst its elements, constituents, and regularities. Furthermore, it points out that it is the most general approach to social science. Interpretive is an approach to the philosophical phenomenon. It is a rare perspective in the arena of International Human Research Management and requires qualitative research. Then goes on to explain the role of both (Bonache & Festing, 2020). 
The researchers have focused on shifting paradigms but have not mentioned the nature and the concepts behind the shift in paradigm in International Human Resource Management. There is a shift due to the trend of movement in current times. It does not elaborate on the technical aspect from a broader understanding.  

[bookmark: _Toc102505420]Conclusion
Kotter's eight steps play a crucial role in changing management as it guides us in a stepwise manner. The retention of staff through recognition and reward is a very effective strategy. While making a leadership development plan, the company's vision should be aligned. Luxottica has successfully implemented the strategy mentioned above as it was a need of the hour to change management as different trends emerged after Brexit and the COVID19 pandemic. The retention of staff for Luxottica was vital, staff are the vital asset of Luxottica, and they have successfully aligned their leadership development with their goal. Two critical analyses provide us with an insight into the theories prevalent in HRM and the shift in the paradigm of IHRM.
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