Introduction:
This report scrutinises integrating big data and advanced technology within Human Resources (HR) functions at a local authority level. It focuses on recruitment and selection, onboarding, and learning and development (L&D). The objective is to collaborate with a peer to understand the current adoption of technology in their local authority organisation, identify or project benefits, and assess potential risks.

Findings:
1. Current State of Technology Adoption: Local authority organisations face significant challenges in adopting big data within their HR functions. The organisation employs thousands and has a multifaceted data environment not managed by a single, unified system. Data is collected in various forms, such as:
· Interpersonal interactions like meetings, conversations, and events.
· Documentation from one-on-one meetings, transcripts, and interview data.
· Employee feedback through staff surveys.
· Sensitive data, including personal information, staff monitoring, and performance metrics.
This predominantly organic data reflects the human aspect of the organisation's operations and is challenging to manage systematically due to its varied nature across numerous departments.

2. Benefits or Projected Benefits: A systemic People Analytics system would be advantageous for the local authority by offering:
· Consolidation of data for more informed HR decision-making.
· Improved recruitment processes through better candidate-job alignment.
· More efficient onboarding processes.
· Enhanced L&D initiatives that are more closely aligned with staff needs and performance.
The absence of a People Analytics system means these benefits remain unrealised.

3. Risks or Concerns: The potential risks of adopting big data technologies for the local authority include:
· Concerns around data privacy and the ethical use of personal information.
· Dependence on algorithmic decision-making that may inadvertently introduce bias.
· The daunting task of merging various forms of data into a single system, considering the long-standing operational practices.
There is a need to develop mitigation strategies for these risks, which are particularly pertinent given the decentralised nature of data management.

4. Opportunities for Development: There are significant opportunities for the local authority to develop in the area of big data, such as:
· Identifying a suitable systemic People Analytics system that could manage diverse data types.
· Implementing the system in stages to minimise disruption.
· Employing change management techniques to move from the entrenched non-systemic data practices to a more integrated approach.

Conclusion:
The transformative potential of big data and advanced technologies within HR functions is evident, offering notable benefits. However, navigating the associated risks is essential. The local authority examined is representative of many large organisations with dispersed, organic data. While People Analytics is not currently prioritised within HR, the use of external analytics for community business decisions is in place. Further investigation and cooperative efforts are recommended to maximise the effective use of technology in enhancing HR operations.
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