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[bookmark: _Toc135944019]Introduction
[bookmark: _Toc135944020]A company's longevity & expansion depend on the dedication & passion of its staff. InterContinental is a world-famous hotel brand, therefore it's crucial that employees feel valued & appreciated at every stage of their employment. We will describe the employee lifecycle from attraction through separation, covering recruitment, onboarding, development, retention, & separation. We'll go into the specific strategies & practices each stage presents for InterContinental to use to keep its employees engaged & committed to the company (Appleton, 2022). Business Profile: InterContinental Hotels & Resorts, part of the InterContinental Hotels Group (IHG), is a well-known name in the world of five-star accommodation. InterContinental has been around since 1946, & in that time has become an established brand due to its reputation for providing guests with first-rate service, luxurious places to stay, & unforgettable experiences (Hoecherl, 2022).













[bookmark: _Toc135944021]1. The role of human resources in managing and developing talent.
Human resources (HR) ability to manage & develop personnel is critical to InterContinental's success in retaining & engaging its workforce across all stages of the employment lifecycle. Specifically, HR is responsible for the following: Talent acquisition: Human resources workers at InterContinental would be in charge of recruiting & hiring suitable individuals to fill open positions. They would create efficient recruitment plans, make use of relevant sourcing channels, conduct thorough interviews, & carefully evaluate potential hires to find the best possible matches (Auschra, 2022). Onboarding and orientation: Human resources would ensure a pleasant orientation for all new InterContinental employees. To assist new employees, feel welcome & part of the team, hotels often provide orientation programs, introduce them to hotel culture, policies, & processes, and pair them with mentors or buddies (Irfan et al, 2022). 
Human Resources will assess workers' career progression within InterContinental to determine their specific training & development requirements. To better prepare workers, they would create and present workshops, seminars, & other forms of training. Instruction in specialized skills, management techniques, people management, & other areas may be required (Hoecherl, 2022). InterContinental Suggest that departing workers share any useful information or ideas they have with the company. Processes, best practices, & specialized knowledge can all be documented in this way for future reference. The impact of employee departures on on-going operations can be reduced by effective knowledge transfer (Aimable et al, 2022). Performance management: Human resources would implement performance management tools & processes to assess workers, distribute feedback often, & define objectives. They would help with performance reviews, help workers create actionable strategies to boost their performance & provide incentives for good work (Appleton et al, 2022). Career planning and progression: To help employees advance in their roles at InterContinental, HR would work with them to gain knowledge about their goals & interests. This could include helping workers see where they might go professionally, facilitating job rotation and promotion chances, & financing training for additional skills (Jarvis, 2022). Employee engagement and retention: Human resources would launch programs to increase participation & loyalty among InterContinental's workforce. Among these are encouraging a healthy work-life balance, recognizing employees for their contributions, providing generous pay & benefits, and allowing them to improve professionally (Hoecherl et al, 2022).
[bookmark: _Toc135944022]2. The importance of managing and developing talent.
In a large organization like InterContinental, personnel management & development are crucial to maintaining & motivating workers at all stages of the employment lifecycle.  Key reasons why talent management is so important include the following: Improved performance and productivity: Human resources people at intercontinental could be in fee of recruiting & hiring appropriate people to fill open positions. They would create green recruitment plans, make use of applicable sourcing channels, behavior thorough interviews, & cautiously examine potential hires to discover the fine feasible matches (Auschra, 2022). Talent management & development are keys to boosting InterContinental's efficiency and effectiveness. Employees who are given the chance to learn & grow in their positions are more prepared to do the work required of them. In turn, this boosts efficiency & effectiveness across all levels (Goetz et al, 2022). Succession planning: Finding & developing people with leadership potential is a key component of talent management. By fostering a pool of potential candidates with the right set of skills, InterContinental could reduce the impact of potential talent gaps & succession difficulties, all while maintaining continuity in key positions (Auschra, 2022). 
InterContinental's ability to manage & cultivate its personnel pool is a key differentiator. Top candidates are attracted to companies that are willing to help them advance in their careers. InterContinental's position as a market leader in the hotel business directly results from the skilled & dedicated staff members that work there (Kolmykov et al, 2022). Employer branding: A strong employer brand is the result of an organization's dedication to talent management. InterContinental's dedication to talent management & development has earned it a strong reputation as an employer of choice in the industry, helping it to compete for top talent & boost its overall brand image (Goetz, 2022). Adaptability and agility: Investing in internal talent development allows InterContinental to better respond to market shifts & meet the evolving needs of its customers. The hotel can ensure it has a workforce that can adapt to its changing needs by encouraging a culture of lifelong learning (Valdez, 2022).


[bookmark: _Toc135944023]3. The employee lifecycle
Attraction: InterContinental should emphasize its luxurious facilities, excellent service, & worldwide recognition to attract business travellers. InterContinental can find employees who share its values by emphasizing its dedication to their personal growth, advancement within the company, & the satisfaction of its guests (Dbright et al, 2022). Reach out to possible candidates through a variety of methods, including online job boards, social media, & networking events in the field of expertise. InterContinental's recruitment efforts would be more effective if they focused on selling the hotel's high standards and the rewarding professions available there. The possibilities for professional growth at InterContinental should be made more widely known (Aimable, 2022). Recruitment: Develop and use a full way of evaluating candidates' abilities, experience, & suitability with the hotel business & InterContinental's values. Check that potential hires meet specific requirements by evaluating them against a set of criteria. Include both department leaders & candidates in the search for new team members. Candidates' technical capabilities, customer service ability, & teamwork ability are all taken into account thanks to their feedback (Valdez et al, 2022).
InterContinental needs a lengthy orientation program to help new employees adjust to the hotel's ideals & procedures. Important topics that should be addressed in this program include the company's structure, employee benefits, & expectations for new hires. Having new hires paired with experienced staff members can help them adjust to their new role & the company as a whole. Mentors can help new workers feel more at ease & confident in their roles at InterContinental by providing direction, answering questions, & providing assistance in the early days of employment (Walton, 2022). Development: By providing courses in areas like customer service, intercultural communication, & revenue management, InterContinental fosters a mindset of lifelong learning among its staff. To help its employees learn new skills & keep up with the latest developments in their field, InterContinental supports their participation at relevant conferences, seminars, & workshops (Dbright et al, 2022).Retention: InterContinental Promote a healthy culture that cares about its employees by prioritizing their happiness, engagement, & work-life balance. Provide employees with generous pay & benefits, including health and wellness programs, rewards, & discounts. There are internal promotions, sideways moves, & possibilities for cross-training at InterContinental to help employees advance in their careers (Auschra, 2022). 
[bookmark: _Toc135944024]4. Provide examples of how you could benefit team/organizational performance.
The success of a company's teams & overall operations can be improved by focusing on employee retention & engagement across the entire employee lifecycle. Some ways in which InterContinental can profit from retaining & motivating its workforce are listed below. Increased productivity: InterContinental Employees that are interested in & content with their work are more likely to be proactive, dedicated, & productive. People who feel appreciated are more likely to go the additional mile, increase their productivity, & reliably achieve or exceed their goals. Team and organizational performance also benefit from this enhanced productivity, making the business run smoother & the customers happier (Dbright et al, 2022). Human assets would ensure a pleasing orientation for all new intercontinental employees. To help new employees, sense welcome & part of the crew, resorts frequently offer orientation programs, introduce them to resort lifestyle, rules, & procedures, and pair them with mentors or buddies (irfan et al, 2022). Enhanced customer service: Employees who are invested in their work & who believe they are valued & supported are more likely to give superior service to customers. They're more familiar with InterContinental's service principles & ready to help make guests' stays special. Customers who like their stays at a hotel are more likely to return & suggest it to others (Walton, 2022). 
Reduced turnover costs: InterContinental could face additional expenses like hiring, training, & lost productivity as a result of high personnel turnover. The hotel may save a lot of money on turnover if it places a premium on keeping its current staff. Employees that stay on have a wealth of institutional knowledge, are familiar with the hotel's operations, & save time and money on training (Auschra et al, 2022).Employee loyalty and advocacy: InterContinental benefits from the loyalty of its retained & engaged workforce. They end up loving the hotel so much that they spread the word about how great it is. Human resources will investigate people' career progression inside intercontinental to determine their unique training & development requirements. Increased staff recommendations of qualified applicants who share the company's values & mission may result from such campaigning (Aimable, 2022). Continuous learning and innovation: Active workers are open to training & advancement opportunities. InterContinental can encourage creativity among its employees by hosting training sessions, workshops, & conferences. Staff members are enjoined to think outside the box, monitor developments in their fields, & introduce creative solutions (Cheetham et al, 2022).
[bookmark: _Toc135944025]5. Provide best practice industry examples.
Zappos: Online shoe & clothing retailer Zappos places a premium on a fun & collaborative work environment. They provide new employees with a significant monetary incentive to quit the company if they decide it is not a good fit for them, & they put a premium on employing people who share their basic beliefs. Separation: Gather information about why workers are departing InterContinental by conducting exit interviews. The information gained from these interviews is useful in identifying & fixing the causes of dissatisfaction among workers. To higher put together people, they might create and present workshops, seminars, & different kinds of training. Education in specialised capabilities, control techniques, human’s control & other areas can be required (hoecherl, 2022). Zappos is committed to its staff & offers numerous training & advancement opportunities. Team-building exercises, employee-appreciation initiatives, & a collaborative management style are also prioritized (Walton, 2022).
Southwest Airlines: Southwest Airlines, which bases itself on its excellent customer service, places a premium on employee participation. Hiring people who share their ideals & have a genuine interest in helping others is a top priority. Human resources could put into effect performance control gear & methods to assess workers, distribute remarks frequently, & outline goals. They could assist with overall performance reviews, assist employees create actionable strategies to boost their performance & provide incentives for accurate work (Appleton et al, 2022). To help personnel increase in their roles at intercontinental, HR might paintings with them to benefit understanding approximately their dreams & hobbies. This could consist of assisting workers see where they might move professionally, facilitating process rotation and merchandising probabilities, & financing education for added abilities (Jarvis, 2022). Through team-building exercises, open lines of communication, & a positive work atmosphere, Southwest tries to develop close bonds among its employees. They have extensive training programs & possibilities for advancement in the workplace to help individuals advance their careers (Dbright, 2022).



[bookmark: _Toc135944026]Conclusion
InterContinental, like any other company, recognizes the importance of retaining & engaging staff throughout the employee's lifetime. InterContinental will enjoy the benefits of an improved team & organizational performance by cultivating a healthy culture, encouraging work-life balance, providing sufficient funding, creating opportunities for professional growth, & executing effective retention methods. Ultimately, InterContinental can build a highly motivated & engaged workforce, provide excellent guest experiences, & establish itself as an industry leader by placing a premium on employee retention & engagement across the employee lifecycle (Cheetham et al, 2022).
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