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Redefining Talent Management for Industry in the age of AI: A case for Newport City Council - Slide 1
Introduction – Slide 2
Hello, everyone. Thank you for joining me today. My name is Jay McCabe, and I’m a Service Manager and AI enthusiast. I'm here to talk to you about how AI can help us rethink talent management within organisations and in particular making the case for Newport City Council.
So, what is talent management?......Talent management is the process of finding, developing, and retaining the best people for the organisation (CIPD, 2023). It is a crucial part of any business strategy because people are the most valuable asset in any organisation…. but even more so for a Local Authority because people are its core business. But talent management is a complex and challenging task, especially in today's fast-changing and competitive world (Alshahrani and Khazaei, 2020).
Newport's Talent Management Framework – Slide 3
So, how do organisations attract and hire the right talent for their needs?. And how do they assess and develop their skills and potential? How do they motivate and engage their employees to perform at their best? How do they retain and reward them for their contributions? These are some of the questions that HR professionals face every day and are important for Local Authorities such as Newport City Council where efficiency and sustainability are key, where they are striving for continuous innovation, improvement, and competitive advantage (People and Culture Strategy, 2017). 
Slide 4 
Newport City Council has developed a talent management framework that aligns with its vision, mission, and values. The framework consists of four key components: talent acquisition, talent development, talent engagement, and talent retention. Each component has its own objectives, strategies, and indicators, and they are all interconnected and interdependent (www.peoplehr.com, n.d.). The framework guides our policies and practices in managing our human resources, and it also helps us to identify and address the current and future needs and challenges of our workforce. However.....AI doesn’t feature in our current talent management framework.
Slide - 5
But what if I told you that AI can help answer these questions better? What if I told you that AI can help redefine talent management, and make it more efficient, effective, and human? That's what I'm going to share with you today.

AI and talent management – Slide 6
AI, is the ability of machines to perform tasks that normally require human intelligence, such as reasoning, learning, and decision-making. AI is not a new concept, but it has become more powerful and accessible in recent years, thanks to advances in computing, data, and algorithms (Laskowski and Tucci, 2022).
AI has many applications in various domains, such as health, education, and entertainment. But one of the most promising and exciting domains for AI is talent management. Why? Because talent management is all about data and decisions.
Data is the fuel of AI, and talent management generates a lot of data. Think about all the data that an organisation has about its employees and candidates, such as their resumes, profiles, assessments, feedback, performance, and preferences (Kaushik et al, 2019). This data is rich and valuable, but it is also messy and scattered. It is hard to collect, analyse, and use this data effectively, especially when having to deal with large and diverse talent pools (Kaushik et al, 2019).
That's where AI can help. AI can help us to collect integrate and process this data faster and better. AI can help us extract insights and patterns from this data and use them to make smarter and fairer decisions (Deng and Liu, 2018). AI can help us automate and optimise some of the tedious and repetitive tasks in talent management, such as screening, scheduling, and matching. AI can help us augment and enhance some of the complex and creative tasks in talent management, such as coaching, mentoring, and designing (Deng and Liu, 2018).
But AI is not only a tool for data and decisions. AI is also a partner for humans. AI can help us improve the human aspects of talent management, such as communication, collaboration, and empathy (Bertolino et al, 2020). AI can help us personalise and customise the talent management experiences for employees based on their individual needs, goals, and preferences. AI can help us create a more engaging and rewarding talent management culture, where people feel valued, respected, and supported (Bertolino et al, 2020).
Examples of AI in talent management – 7 
Let me give you some examples of how AI is already transforming talent management in different ways.
· One example is around AI helping us to find and hire the best talent…. For instance, some companies such as Unilever are using AI to analyse the job market and identify the most in-demand skills and roles (Backaitis, 2024). They are using AI to create more attractive and relevant job descriptions and ads. They are using AI to screen and rank candidates based on their qualifications and fit. They are using AI to conduct interviews and assessments, using natural language processing and facial recognition. They are using AI to reduce bias and increase diversity in hiring, by removing irrelevant and sensitive information from resumes and profiles (Backaitis, 2024).

· Another example is around how AI is helping us develop and grow our talent……For instance, some companies such as IBM are using AI to create personalised and adaptive learning paths for their employees, based on their skills, interests, and goals (IBM, 2021). They are using AI to provide real-time and actionable feedback and coaching, using natural language generation and sentiment analysis. They are using AI to create more dynamic and flexible career paths, by identifying and recommending opportunities for growth and mobility. They are using AI to develop a culture of continuous learning and innovation, by creating and curating relevant and engaging content and resources (IBM, 2021).

· A third example is around how AI is helping us to retain and reward our talent. For instance, some companies such as Starbucks are using AI to measure and improve employee engagement and satisfaction, using surveys, analytics, and nudges (Warnick, 2020). They are using AI to predict and prevent employee turnover, by identifying and addressing the factors that influence retention and attrition. They are using AI to design and deliver more personalised and fair compensation and benefits, based on performance, contribution, and market value. They are using AI to recognise and celebrate employee achievements and milestones, using gamification, badges, and rewards (Warnick, 2020).
These are just some of the examples of how AI is redefining talent management. 
Challenges and opportunities – Slide 8
But AI is not a magic wand. AI also comes with some challenges and limitations that we need to be aware of and address.
One challenge is the ethical and social implications of AI (Davenport et al, 2020). How do we ensure that AI is transparent, accountable, and trustworthy? How do we protect the privacy and security of the data that we use and generate with AI? How do we avoid and mitigate the potential biases and errors that AI might introduce or amplify? How do we balance the benefits and risks of AI for individuals, organisations, and society?
Another challenge is the human and organisational readiness for AI (Davenport et al, 2020). How do we educate and empower our employees and candidates to understand and use AI effectively? How do we develop and update the skills and competencies that AI requires and enables? How do we manage and align the expectations and perceptions of AI among different stakeholders? How do we create and sustain a culture of trust and collaboration between humans and AI?
These challenges are not insurmountable. They are opportunities for us to learn and improve. They are also opportunities for us to design and implement AI in a way that is ethical, responsible, and human-centric. Also, they are opportunities for us to leverage AI as a catalyst and enabler for positive change and innovation in talent management.
AI in Newport City Council – Slide 9
As a representative of Newport Council, I would like to share some my current experiences and insights on this topic.
Newport Council is a Local Authority that serves over 160,000 residents and employs over 6,000 staff across various services and functions (People and Culture Strategy, 2017). We are committed to providing high-quality and efficient public services to our community, and we recognise that our people are our most valuable asset. That's why we have started to explore and experiment with AI in talent management, with the aim of enhancing our human capital and improving our organisational performance.
In Newport, we are beginning to use AI within a number of key HR’s functions. The main AI systems currently available within recruitment and selection are I-Trent, In-Phase, My Hub, and Business Objects for reporting (iTrent HR and Payroll Software - Make Complex Simple | MHR, no date). Currently, Newport is operating a nationwide trial of ‘Co-Pilot,’ and we’ve just started developing recruitment packs, which have been positive so far. The next stage will be trialling its use for the creation of job adverts and job descriptions.
AI is also used in the form of a ‘chatbot’ which has been developed and integrated into the HR payroll system, this has an employee interface called “Employee Self-Service” (www.peoplehr.com, n.d.). The chatbot can be accessed by scanning an IQ code and downloading the necessary app. Once logged on, the chatbot can be used to book annual leave, submit travel and subsistence and lots of other tasks. The chatbot also uses machine learning to improve responses and is capable of learning from its interactions with users, which is proving to be an extremely useful tool for the organisation.
In terms of ‘big data,’ HR uses this to improve the council’s performance and recruitment, ‘In-Phase’ is used to pull in data from internal and external sources including Mosaic, Experian, and the Office for National Statistics (ONS) (Maine, n.d.). In-Phase then takes the data feeds from various sources and creates dashboards and reports based on this information. In-Phase then uses the data collected to compare and analyse the council’s data with population demographics and trends to inform workforce planning, employee retention, talent forecasting, recruitment, diversity, and inclusion (Maine, n.d.). However, once the data is analysed, manual processes are then required for tasks such as targeted recruitment.
Whilst Newport is moving in the right direction, we acknowledge that there are some challenges and risks involved in using AI in talent management for the Local Authority, such as ethical, legal, and social implications, data quality and security, human-AI interaction, and change management (Davenport et al, 2020). That's why we’re adopting a responsible and human-centric approach to AI, and we have established some principles and guidelines to ensure that our use of AI is fair, transparent, accountable, and respectful of human dignity and rights (DIGITAL STRATEGY, 2022).


AI Recommendations for Newport City Council HR department – Slide 10  
In Newport, we believe that AI can help us empower our people, enrich our culture, and elevate our impact. Therefore, for the council’s HR department to achieve its greatest potential, I would recommend some key things it considers: - 
Firstly, to ensure Newport has developed a clear talent management strategy (Lucas, 2021). This should include: -
The council could align its talent management vision and strategy with its organisational goals and values and identify how AI can support and enhance them (Lucas, 2021). For example, the council may have a vision of being an innovative, diverse, and customer-focused organisation, and a strategy of attracting, developing, and retaining the best talent for its services. AI can help the council to achieve this vision and strategy by enabling data-driven and unbiased talent decisions, providing personalised and adaptive learning and development opportunities, and enhancing employee engagement and wellbeing (Bertolino et al, 2020).
The council could use AI tools such as In-Phase to analyse its current and future workforce data and trends, and identify the skills, competencies, and behaviours that are essential for its success (Maine, n.d.). The council should also use AI tools such as Co-Pilot to assess the existing and potential talent pool and evaluate their fit and readiness for the roles and responsibilities. This will help the council understand its talents, strengths and weaknesses, and plan accordingly for its talent acquisition, development, and retention (Spataro, 2023).
The council should design and implement the talent management processes and practices that are aligned with its vision and strategy and leverage the capabilities and benefits of AI. For example, the council may adopt a blended approach of using AI tools such as Co-Pilot and human interactions for its recruitment process, to ensure efficiency, fairness, and quality (Spataro, 2023). The council may also use AI tools such as the chatbot and In-Phase to deliver personalised and continuous learning and development interventions, feedback, and coaching, to develop a culture of learning and growth (Maine, n.d.). The council may also use AI tools such as In-Phase and the chatbot to monitor and enhance employee engagement and wellbeing, and provide recognition and rewards, to foster a culture of performance and appreciation.
The council could also use the chatbot to collect feedback and suggestions from employees and managers and gauge their perceptions and experiences of the talent management processes and practices (Maine, n.d.). This will help the council to continuously improve and innovate its talent management system and ensure its alignment with its vision and strategy.
The council could also maximise the power of big data and analytics to optimise talent management decisions and outcomes. In-Phase can help provide predictive and prescriptive analytics that can inform and improve workforce planning, talent forecasting, employee retention, succession planning, and talent development (Maine, n.d.). In-Phase can also help monitor and measure the impact and effectiveness of HR interventions and initiatives and provide actionable insights and recommendations to HR and leaders (Maine, n.d.).
Lastly, the council could explore the use of other AI technologies and applications that can enhance talent management, such as natural language processing, sentiment analysis, emotion recognition, gamification, and virtual reality (Digital Learning Institute, n.d.). These technologies can help understand and improve the communication, collaboration, motivation, and engagement of employees and managers, and create a more immersive and interactive talent management experience. These technologies can also help develop a culture of innovation, creativity, and learning in the organisation (Bertolino et al, 2020).
Conclusion – Slide 11
In Newport we believe that AI is not a threat or a replacement for human talent, but rather an enabler and a partner for human potential. We believe that AI can help us unleash the creativity, innovation, and collaboration of our human talent, and create more value and impact for our community (Bertolino et al, 2020). We believe that AI can help us shape a better and brighter future for talent management.
I hope this has given you some insights into how Newport Council uses AI in talent management and how it can use it in the future. 
To conclude, AI is a powerful and promising technology that can help us rethink talent management. AI can help us make talent management more efficient, effective, and human (Bertolino et al, 2020). AI can help us find, develop, and retain the best people for our organization. AI can help us create a more engaging and rewarding talent management experience for everyone (Bertolino et al, 2020).
But AI is not a substitute for human intelligence, judgment, and intuition. AI is a complement and partner for human talent (Davenport et al, 2020). AI is a tool and resource for human potential. AI is a means and opportunity for human growth.
So, let's embrace AI as a friend and ally in talent management. Let's use AI to enhance and empower our human talent. Let's use AI to create a better and brighter future for talent management.
Thank you.
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