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Introduction 
Human Resources plays the most essential role in order to improve the performances of the InterContinental Hotel Group and the activities of the employees making the organisational functions better and also can achieve the goals. The essay will give an overview of Human Resources and its primary purposes in order to improve employee engagement by recruiting Generation Y and Generation Z. Additionally, the Characteristics of Generation Y and Generation Z will also be entirely evaluated in this context. The theory of the lifecycle of the employees along with six stages will also be analysed through this essay. Besides, the IES Employment engagement Theory will also be demonstrated and the ten aspects will also be illustrated.   


Discussion
The Department of Human Resources is accounted for and charged with the responsibilities of finding, screening, finding, as well as training the applicants for the job. The primary purpose of Human Resources is to maximise productivity by employing efficient workers in the workforce (Marchington and Wilkinson, 2016). In regard to this, employing Generation Y and Generation Z has impacted the InterContinental Hotel Group, and most of the international hotels are attributed to different changes that attract the next generation of travellers as well as hoteliers (Pham et al., 2020). Analysing all of those factors the Human Resources of the IHG hotel have decided to engage Generation Y as well as Generation Y hence that they can able to understand clearly the requirements of those next-generation consumers. The main role of Human Resources is to play a vital role in employee engagement that facilitates recognition, and communications, along with retention, rewards, the well-being as well as implementing the right technologies and also the right tools with respect to the work culture (Bui et al., 2019). Furthermore, human resources have been provided the needed opportunities for the advancement of the organisation that enhances employee engagement and the growth of production as well (Murton et al., 2010). Furthermore, they also take after the employees about their promotions and the increase in their pay; this is the only way to increase the productivity and improvement of the firm. Generation Y is renowned for narcissism, materialism, and laziness as well and they have also gained the prominence of self-centeredness. This generation has driven their image and this generation is also known as the ‘Generation Me’. Concerning this, the members of this generation are marked by shorter attention spans in comparison to the previous generations. Additionally, they are more engaged with technologies constantly as they are growing up with the internet and cell phones as well as digital communications. For this generation, the term ‘ Digital natives’ is often used that describe this generation who have grown up with tech savvy. Apart from this, Generation Z are described as they have the skills of social, global, visual, as well as technological. They are the most educated, connected as well, and the most sophisticated generation than the others. Additionally, Generation Z was born into the world of peak innovation, and through this period, information is accessible immediately along their presence in social media is increasingly ubiquitous. Furthermore, Generation Z has highlighted their preferences and fondness for travel as they spend their vacations on short or long trips as well. looking for inspiration for travel Generation Z is influenced by social media updates (Gaidhani, 2019). 
Through the model of employee Lifecycle mode, the first stage of attraction refers to attracting interested candidates for the post job in the InterContinental Hotel Group for the openings of the jobs as well as its mission and vision. The firm affects significantly the organisation through the communications of the Human Resources as well (Limited, 2012). Furthermore, because of the already enhanced brand image, the candidates are more attracted to apply for the required post. This stage is the most crucial with respect to the firm before acquiring and holding a position in the firm. Furthermore, this stage is also about the projection of the reputation of the firm as a better workplace for both stakeholders as well as the current employees. The next stage of the employee life cycle is about the recruitment of the employees and during this period, the Human Resources is seeking the best talent for joining the organisation. Furthermore, and most importantly, Human resources must seek out the post that is vacant or may be creating a new post for hold. In respect to this, the management can ask for a reference to their existing teams and this is one of the best recruiting strategies for recruiting the employees. Additionally, the Human Resources of the InterContinental Hotel Group is also engaging their existing employees and asking them to refer potential candidates for the vacant post (Torrington, et al., 2020). The Onboarding stage is the most crucial phase in the employee life cycle model as Human Resources is engaging the top talent in their firm. This period is the critical stage for hiring new talents and this is the most important stage to adjust their work life to the current work culture as well as the working environment and also provide the aspected performances as per the job role requirements. During the stage of onboarding, the employees can identify the knowledge, skills as well as attitudes, and behaviors that are needed in the function of the firm. The stage of the employee life cycle is the stage of development among the employees and during this period, they are constantly encouraged to develop their skills in a professional way among their team. This encouragement acts as the catalyst in respect of the improvement of the skills and besides, this also guides them to improve their future career in the firm. Concerning this, the Human Resources of the InterContinental Hotel Group has assessed the skills and knowledge as well as the skills together hence that the employees can prioritise the limited areas and be able to expand those. The fifth stage is the employee retention stage of the employee lifecycle and this stage focuses on the energies of the top talented employees. They are also taking care of the needs of the employees hence that they can become happy as well as sufficiently challenged as per the respected roles in the team. The organisational culture, as well as the structure of the management, strongly affects the employee retention rate in this firm. In relation to this, improving the employee retention rate suggests promoting satisfaction as well as longevity amongst the entire team of this firm. The employee separation stage is the final stage of the life cycle model among the employees and through this phase, the lifecycle of the employees has come to a conclusion (Cattermole, 2019). This may be the end of retirement, new employment, or maybe personal reasons as well. Treat the separation and also the onboarding process in different strategic ways, that affects this stage critically. Concerning this, when any team member leaves the team, other members as well as the running projects also affected. Apart from that, human resources must have their eye on the time of the separation of their employee hence that their reputation may not be affected. 
The model of IES that was established in the year 2003 emphasises improving the engagement of the employees in the organisation and this also ensures that the employee must have enough values as well as properly engaged in their workplace or the employer. There are different kinds of core aspects that help to feel valued and also more engaged in the workplace including family-friendliness, job satisfaction, cooperation and communications, health and safety (Hammouri and Altaher, 2020). Additionally, other aspects such as payments, conditions, and benefits, providing equal opportunities, appraisal for better performances, immediate management, and training, as well as development and career have also been included with this (Sundram et al., 2020). Fostering as well as building job satisfaction among the employees in the InterContinental Hotel Group and through this, the demotivated employees get motivated and also able to perform their given tasks in a meaningful way (Al and Atan, 2020). Through this, the employees feel more tended to be engaged within the firm as well. The productivity as well as the ability of the firm has increased after implementing family friendliness allows the firm to boost productivity to attract, motivate, as well as retain workers (Arnold et al., 2021). Additionally, they are also fostering their employees to balance their life stages as well as balancing their personal life and work life. Cooperation, as well as communication in the workplace, is essential as this uplifts the morale of the employees, engagements, and also the team cooperation. Communication allows the firm to achieve and drive the success of the running projects (Heras et al., 2021). Communication is the key feature to providing healthy as well as safe productivity in the workplace. Additionally, healthy practice is an essential element in order to understand the roles and the directions, and the firm InterContinental Hotel Group is able to avoid the critical response and also learn about the works as well. This fosters the workers to become more accountable to identify as well as discuss the safety issues with coworkers and the managers (Kaplan et al., 2020). Additionally, the payment system is indispensable to the lives of the employees n the firm InterContinental Hotel Group, and with respect to this, they have created a properly structured pay structure that can depend on the pay decisions as well as the allocation. Besides, provides a better work environment as well as conditions that have contributed to the motivation and enhances the performance among the employees. The atmosphere of the workplace boosted the mindset and the growth of the employees and as a result, they have produced high-quality work (Walton, 2019). Excellent level of working engagement promotes them to boost communication and improve production. In addition to that, the firm InterContinental Hotel Group has also been able to provide benefits to employment and equal opportunities in the firm (Casarico and Lattanzio, 2019). Concerning this, the firm promotes the EEO, and that attracts the employees and this has affected the workforce in an effective way. Furthermore, the morale of the employees and they also feel more valued as well as supported. The appraisals in order to the performance allow the employees in order to understand the activities of those employees as well as accomplish the mission of the organisations as well (Emmanuel and Nwuzor, 2021). Apart from this, the frequent job roles on their official website also allow them to meet the expectations of their work goal. The immediate management and training equip their employees with enough knowledge of training that they can make effective decisions as well as get proper mentors for their staff. Immediate training enhances the performance of the employees and following this, the firm is able to reduce the turnover of those workers as well as boost productivity in order to promote the organisational culture (Carter et al., 2020). After improving the organisational culture, the firm has been able to improve the workflow as well as guide the procedure of decision-making. This allows the entire team that helps to mitigate the current issues and able to overcome the barriers. In context to this, the employees in the organisation have also been able to improve their behaviours as well as working together which guides their organisational function as well (Moreira et al., 2020). 


Conclusion
The Human Resources of the firm InterContinental Hotel Group has applied the theory of employment lifecycle in order to improve the engagement of the employees. Concerning this context, the essay has highlighted the concept as well as the purposes of HR and their role in engaging or hiring the staff in the firm InterContinent Hotel Group. Additionally, the importance of Generation Y and Generation Z hiring in the firm as well as the core aspects of hiring has also been demonstrated through this context. After implementing the lifecycle theory in the firm, they can able to improve the experience at each stage of the life cycle theory (Kwon and Park, 2019). Furthermore, the six stages such as attraction, development, onboarding, retention as well and separation have also been briefly demonstrated and through this, the strategies of this firm have been analysed. 
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