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Good afternoon, my name is Sarah, and I am here today to take you on a journey into the future of Human Resource Management by exploring how advanced and emerging technologies are reshaping Human Resource Management (HRM) and International Human Resource Management (IRHM) within Cardiff Council.

The workplace is very different, Artificial Intelligence or AI has changed the face of Human Resources.  No longer are staff staring aimlessly at computer screens trying to analyse statistics and outcomes, AI takes care of it all.  From predictive analytics that foresee staffing requirements to AI-driven platforms which enhance employee well-being.  All making the Council more efficient and responsive.

Before we jump into this topic, I think we need to start with defining AI.  Simply put, “AI is technology that enables computer and machines to simulate human learning, comprehension, problem solving, decision making, creativity and autonomy”. (Stryker, Kavlakogly)

You may have thought that AI was a relatively new concept, well, it’s not.  AI can actually be traced back to the 1950’s with the work of Alan Turning (Lawrence Livermoore National Laboratory), through the 1980s where Ernst Dickmanns invented the first self-driving car (Coursera, 2025). To the 2010’s with the introduction of Alexa and Siri, and finally the 2020’s, where we have seen the introduction of Chat GPT and Co-pilot.

Advanced and Emerging Issues in HRM and IHRM

HR is no longer solely about recruitment, payroll and organisational policies.  Over the years it has moved towards predictive analytics and personalised learning, and it continues to progress towards AI-powered recruitment.

At Cardiff Council we use a platform called ‘Digi Gov’ or ‘Digi’ as we refer to it.  Digi is great for keeping track of our leave balance, applying for leave and accessing training, while it is a positive step in introducing AI to HR in Cardiff Council, it is a small drop in the ocean of potential.  

This is where things get interesting.  If you are anything like me, completing job applications and CVs are not something you enjoy, so having to read through 20 applications does not sound fun, does it?  Now imagine an AI powered Enterprise Resource Planning (ERP) system scanning them in seconds and shortlisting potential employees based on their skills and experience.  ERPs can match key words from job descriptions to information provided within the application (Green. C, 2024).  The truth is, you may not need to imagine it much longer as the technology is already available.  Companies such as Unilever are already using AI in their recruitment process by combining neuroscience, machine learning and human insight.  Cardiff Council could benefit from AI recruitment, especially in departments with high a staff turnover, such as Social Services.

As Cardiff’s strategic initiatives change, skill gaps are likely to increase.  Predictive analytics can help HR departments make informed decisions around employee development to fill these gaps by using data gathered to predict employee performance and potential to perform in a role.  Predictive analytics also play a part in strategic workforce planning by analysing workforce data and market trends (Green. C, 2024).

Performance management is also evolving.  Cardiff Council offers internal secondments and “acting up” roles.  By implementing AI, candidates could be matched to these opportunities based on their training records and role performance data, therefore bypassing the application process.

We have recruited employees and filled the skill gaps, which brings us to employee engagement and satisfaction, which is vital in Cardiff Council.  Morale can impact service delivery (CIPD, 2024) and no one wants to work in an organisation where they feel their views are dismissed.  So how do we address this? Well, AI chatbots can offer 24/7 support, direct employees to policies, update personal information, offer mental health resources and provide access to training materials and course (Siocon, G).  AI chatbots are already in place for members of the public in Cardiff, and the role out for staff is planned through the Digital Strategy Initiative (Digital Strategy 2025-2030). 

As time goes on, employee’s ambitions within an organisation may grow, for example, when I started with Cardiff Council 10 years ago, I was agency staff based within the Data Protection Team in an administrative role, that job ignited something in me.  I took a permanent role in a different team, but I was always focused on coming back to Data Protection.  I undertook training and work around that area to put me in the best position should a job come up, and now here I am, back in the Data Protection Team.  AI can assist employees like me with learning, career goals and skills by providing tailored training programmes aimed at helping employees progress within the Council and this is currently being rolled out with specific training webinars.

Let’s take a step back to 2020, which saw many organisations adapt the way they worked due to Covid-19.    Cardiff Council embraced flexible working, and have kept this in place, this change is supported by software such as Microsoft Teams.  This shift has ensured flexibility across the Councils workforce. Research by the Harvard Business Review reports that 77% of employees would choose to work for companies who provide flexible working options.  Therefore, this change in working practices has ensured that Cardiff is appealing to prospective employees.

These advancements, some of which are already in place or planned within Cardiff Council, are helping reshape HR making it more efficient, data driven and centred on employees.  However, as with any benefit, there are always challenges.

Employees embracing new technologies is an important part of digital transformation (Dunne, 2024), but scepticism, lack of skills and fear of mistakes all lead to the cycle of employees avoiding new technology.  In order to overcome this, Cardiff Council need to consider staff training for new systems – if staff do not understand the system, then their reluctance will continue.

As someone who currently works in Data Protection, this next one is a big one for me.   The number of new systems that I see coming into my case load that are not appropriate is shocking.  Departments requesting to use cloud-based systems which hold personal sensitive data that when they are evaluated through a Data Privacy Impact Assessment and Cloud Impact Assessment are only protected by a password requirement of 5 characters which never needs to be changed, or the information is stored outside of the European Economic Area (EEA) with different privacy laws that do not meet GDPR standards.  This is not just a technical issue, but a strategic risk to the Council and its data.

This leads us onto the cost.  I think most, if not every Council within the UK is currently working with budget deficits, so implanting AI and new technologies to replace legacy systems can be costly, but that needs to be weighed against the benefit of saving costs in the long run.

Bias in algorithms would also need to be taken into account.  If we were to move forward consideration should be given to establishing an Ethical Review Board to ensure the continuous update of data sets reflecting the current trends and demographics, and regular audits of any AI based systems to help address any bias.

Influence on Strategic Aims
Now, let’s connect this to Cardiff Councils strategy.  Cardiff strategic aims are outlined in its Corporate Plan, which is primarily based around their Stronger, Fairer, Greener Cardiff initiative.  In short, their aims include improving service delivery, maintaining a skilled workforce and promoting sustainability.

We have already touched on this briefly, but data analytics provide Cardiff with the chance to be proactive with its recruitment.  It also provides automation of routine tasks, such as data entry, payroll administration and compliance monitoring which are all time consuming, and let’s be honest, not something that makes us jump out of bed in the morning.  AI can complete these repetitive administrative tasks, therefore freeing up employee’s time to focus on the more strategic initiatives of their roles.

As of 31st March 2025, Cardiff Council employed 15,233 staff (Employee Diversity Report, 2025).  Now imagine being in the HR team who is responsible for supporting them.  That is thousands of employees each with different needs and goals.  Communication is vital in any organisation, regardless of its size.  It can empower employees, boost morale and strengthen trust, but it must be two-way.  Employees who feel that they are being listened to are 6.4 times more likely to perform their best work (Beheshti, 2019), additionally 89% of HR managers feel that ongoing feedback is key for reaching organisational goals (Beheshti, 2019).  AI can also continuously analyse employee performance and engagement using the data to provide personalised development and training recommendations to managers to ensure employees reach their full potential and career ambitions therefore fostering continuous development and engagement.   

Ultimately the technology needs to serve the Council, provide it with some benefit and align with its strategic aims.  Implementing new technology just because it is fancy is a waste of money and is likely to negatively impact staff moral as tasks will take longer to complete.

Impact on the Competitive Edge
It might seem odd to think about Cardiff Council needing the competitive edge but when you break it down it is simple.  While the Council exists to serve the public, to deliver these services to the high standard required, it needs funding and talent.

Cardiff Council relies on skilled professionals such as teachers, accountants and social workers.  Let’s face it, no parent wants their child taught by an underqualified or disengaged teacher.  In order to attract and retain a skilled workforce Cardiff must offer supportive working environments, opportunities for growth and development and a positive employee experience.  Digi goes some way to provide this, however further AI technology for development pathways would help Cardiff Council compete in a competitive labour marker.

While technology is great, it comes at a cost.  Council money is essentially public money and spending of this money is open to scrutiny by the public.  If the public view the Council as ‘wasting their money’ the trust they have will disappear.  AI can assist with strengthening procurement procedures by automating compliance checks, checking for fraud and identifying best-value suppliers, therefore ensuring that Cardiff gets the best value for money to maintain public trust.

Cardiff’s strategic goals are always evolving to ensure it meets the public’s needs, introducing further technology which aligns procurement with these needs ensures that data-driven decisions can be made allowing the Council to maintain its competitive edge and plan for future challenges.

These factors, supported by AI and technologies, will help Cardiff Council compete for workforce talent, the public’s trust and strategic impact.  

Recommendations
So, how does Cardiff Council move forward?  Some recommendations have already been covered but first and foremost, invest in AI.  If Cardiff want to complete in the market, and ensure we are not left behind, then investing and implementing in AI is non-negotiable.

The technology needs to be data driven.  Providing insight into workforce trends can help the Council to make informed decisions and ensure we are proactive.  Employee driven data allows the Council to monitor employees who are disengaging from their roles and allow intervention prior to them leaving the Council.  It also allows for development and training of employees.  

The Council should use the data gathered from this technology to enhance learning and development by implementing technology which can tailor its content to the employees’ requirements.  As mentioned earlier, I undertook training to help me develop in order to return to the Data Protection Team and having a system like this in place would have saved me a lot of time searching for relevant courses. 

A strict road map for implementation should be put in place for any new technology.  While there is room for movement in the stages, each stage should be in place.

Ensure any new technology is thoroughly investigated.  Compare numerous systems and evaluate which meets the Council’s needs.  The system must be adaptable to ensure it can be tailored to meet future Council needs.  Ensure that the cost is proportional to what the technology is providing.  The technology needs to work alongside departments and benefit them, such as automating routine tasks, not make employees tasks harder or longer.

Present the proposed system to relevant stakeholders - Senior Managers within the directorate, ICT Security Board and the Digital Board.  Gaining their approval will be vital to moving forward.  Ensuring that the necessary people are on abord with the technology allows for a more cohesive and shared implementation.  It also provides the opportunity for the technology to be discussed through departments and where possible, implemented within more than just one department.

Once the technology has been approved, it needs to go through the official procurement process.  This ensures that the Council demonstrates integrity and that contracts are evaluated, allowing the Council to be transparent with the public, therefore, maintaining their trust.

Once procurement is complete, the technology will need to be reviewed through a DPIA and CIA, if it is cloud-based technology.  This process ensures that any personal data entered is secure and that it is compliant with GDPR.  In Cardiff Council, a system cannot be introduced without a DPIA and CIA being completed and signed off by the Data Protection Officer.

As mentioned previously, an Ethical Review Board may need to be established to ensure that any bias in AI systems is identified and addressed and maintain public trust by showing commitment to being transparent and fair.

He Council should now move towards ways in which it can assist its employees.

As we mentioned earlier, employee reluctance is a challenge.  Training should be available to staff during the initial role out of the system, it would also be beneficial to implement a train the trainer initiative, allowing for staff members to be on hand to offer any system training when required.

It is at this point that a pilot should be introduced, which allows the Council to ‘test’ the system to ensure that the reality of the system meets the everyday requirements.

Conclusion
AI has come a long way since the 1950’s, but some people still do not understand AI and its impact.  I asked my dad about AI and how he thought the future would look, his response was that robots and computers would take over and everyone would be made redundant.  My son on the other hand, sees it as an asset to workers, not a replacement.

The truth is both are right in their own ways.  Cardiff Council it should aim for AI to take over workplaces, but not to make people redundant, it should work alongside them ensuring that the Council is able to meet its strategic aims.  Cardiff Council is one of the leading Councils in Wales, and to keep being a leader it needs to embrace new technology and redefine the public sector.

Let me leave you with this comment - The future does not need to choose between technology and people, it is about people embracing and working with technology for the benefit of the future.
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