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Slide 1- Title page 
Hello everyone, for those of you who don’t know me, my name is Paige Farmer and I work in the Customer Services Department as a Team Leader.

I want to thank you for joining me today as we explore talent management across our organisation and delve into the fascinating world of talent management in the age of AI. 

Slide 2- Introduction
It is clear that over the years, approaches to talent management have changed and we must embrace innovation amongst our workforce.

Identifying and nurturing talent in any organisation can be challenging but it is fundamental to our quest to both modernise the organisation and to ensure we continue to provide the best possible outcomes for our staff and residents living in the City. Our Chief Executive Beverly Owen put it perfectly ‘Providing better opportunities to develop the skills of our workforce is critical to our success’(Owen, no date). 

Today I will share with you, why change is needed, and the benefits of using AI in our HR practices and I will explain the power of AI and its potential to attract and retain talent across the organisation. 

Slide 3- Why is change needed?

So, you may be sat there wondering, well why is change needed?

Talukdar once said, ‘When business needs and talent management systems are aligned, organizations can expect maximum benefits associated with it’ (Talukdar, M.R.I, P34, 2022). This is due to a number of factors but I have highlighted the 4 main drivers for change effecting Newport Council. 

1. Financial constraints: The financial challenges faced by local governments highlight the need for change. According to the New Statesman Article, since 2021 6 councils have gone bankrupt, and a survey revealed a quatre of councilors believe their council is at risk of bankruptcy. With several councils going bankrupt and a significant number at risk, it is crucial to transform services and leverage technology to reduce spending and improve performance. (Kenyon, 2024).

2. Employee preferences: Let’s start by acknowledging the existing challenges. An alarming 78% of councils reported difficulty retaining and attracting qualified staff (Team, 2024). We need to ensure we are adapting to employee preferences, particularly when it comes to home working and work life balance.

3. Digital transformation: Embracing digital transformation is necessary for organisations to stay competitive. A recent article by Simon Lamer explores the potential of AI and how the public sector needs to use AI as a solution to budget constraints and stretched resources. By using AI and machine learning technology we revolutionise our talent management strategy by transforming how talent is identified, recruited, and managed. (Lamer, 2024).

4. Skills shortages: The People Plan Policy, identified a risk action of digital skills in the workplace and has vowed to undertake a skills audit to respond to the digital automation era. We need to consider further our digital service delivery and focus on developing the skills of the workforce by retaining skilled employees and bridging any skills gaps in the workforce.
(People Plan Policy).



Slide 4- Talent Management Themes

Ok so before we get into the argument of AI. Let’s quickly explore our current 4 HR themes that make up our people plan and how these are applied to talent management. 

1. Representation & Transformation- Representation and Transformation is about creating a diverse and inclusive workplace where employees from all backgrounds have equal opportunities.
2.  Employee Wellbeing- Employee Wellbeing focuses on promoting the physical, mental, and emotional health of employees. (Benefits and conditions | Newport City Council, no date)
3.  Employee Engagement- Employee Engagement aims to foster commitment and motivation by creating a supportive work environment. When employees feel heard and engaged, they provide their best work and seek growth within the organisation. (Talukdar, M.R.I, P3, 2022). 
4. Employee Experience- Employee Experience refers to the overall journey and perception of employees throughout their time in the organisation Organisations should consider the needs and preferences of different generations to cater to a diverse workforce. (Talukdar, M. R., Lamagna, C. Z., & Lamagna, D. C. 2022)

While the four themes are still relevant and crucial to our organisation’s success, incorporating AI into each part of our talent management strategy can help us maximise the impact of these and ensure continued success of our organisation. 

Slide 5- Advantages of strong talent management 
Now, let’s evaluate the benefits of AI and strong talent management. 

When we neglect to evolve our talent management strategy, we expose ourselves to a range of negative outcomes. 

· High turnover rates could become a recurring issue, draining valuable resources and hindering our stability. 

· An unproductive workforce can emerge, impeding progress and innovation. 

· Skills and knowledge gaps may widen, compromising our ability to adapt. 

· And insufficient hiring practices can lead to a mismatch between the organisation needs and the talent it attracts.

By embracing a forward-thinking talent management strategy, we can unlock numerous benefits, in turn creating a thriving workforce. 

Slide 6- How we can use AI for better Talent Management
Today, we live in a world where AI and technology are fundamental to the success of organisations. AI can revolutionise our talent management strategies by attracting, developing, and helping us retain talent.
So far, I’ve talked a lot to you about the need for changes and the talent management environment at NCC but what I would like to do is give some positive examples of companies that have used AI in Talent Management.

· Example 1- In 2023, West Berkshire Council integrated chat GBT into their recruitment processes, streamlining tasks like generating job adverts and social media posts. They stated that they anticipated this has cut recruitment time by more than half.

· Example 2- KFC- Faced with recruitment challenges, KFC utilised a company called Wonderkind to target ads to individuals within 5 km of a new restaurant opening. This approach resulted in successfully hiring 61 new employees within a short timeframe, saving time, resources, and money by automating job description distribution.

· Example 3- Panasonic- Employing the Visier platform, Panasonic revamped their Human Resource Management by leveraging business and people data to redesign processes. This included automated feedback sharing, event scheduling, and in-depth analysis of headcount, demographics, skills, and performance benchmarks. The implementation led to significant transformations in their HR team's productivity, streamlined project timelines in the workplace.  (PANASONIC’S STORY - Visier Inc. | Customer Story | Panasonic, no date)
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Slide 8- Ethical Complexities and Diversity Considerations

Before we embark on the power of AI, and I get into the recommendations. We must explore the ethical complexities and diversity considerations that need to be explored.  Ultimately AI systems are only as good as the data they are trained on and they currently lacking regulation and ethical practices have been considered the biggest risk . 

· During the planning we must ensure we embed ethical considerations into the design and development of the system and include our Equalities team in the design processes.

· AI systems can also be unintentionally bias. To mitigate this risk, we need to conduct regular audits of AI usage to ensure that there are no discriminatory outcomes. 

· Additionally, it is essential we handle data with care and comply with privacy laws and regulations. 

· Finally, we must be transparent and consider our internal policies and ensure privacy statements detailing the use of AI in our processes. 
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Slide 8- Building on Innovative HR Practices
Following on from this, let's now delve into the exciting possibilities we have with our current systems.

In Newport, our HR function currently has limited use of AI or advanced technology. We have a chatbot on our ESS system for leave requests and clocking in/out. However, we can explore exciting opportunities to enhance our system further.

The system is divided into two sections: the management side and the employee side. The management side allows managers to conduct recruitment requisitions, manage sickness records, conduct check-ins and set objectives. On the employee side, employees can clock in/out, complete forms, view pay slips, access employee benefits, and check in notes. 

But imagine the possibilities if we develop this system further. For staff, we can utilise the chatbot to answer HR-related questions, direct staff to training programs, provide reminders, and facilitate performance feedback. We can also use the system for employee engagement and well-being, such as conducting surveys, quizzes, and mindfulness reminders. 

For managers, we can enhance the ESS system to streamline recruitment processes by reviewing applications, identifying skills and qualifications, and potentially conducting screening interviews. By collecting big data about employees, we can identify performance concerns, knowledge gaps, and predict potential issues or turnover risks. This data-driven approach will enable managers to make informed decisions and develop effective talent management strategies.

By expanding our HR system's capabilities, we can empower staff and managers with improved efficiency, engagement, and decision-making. It can also open up exciting possibilities for a more streamlined and effective HR function in Newport Council.
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Slide 9 – Recommendations
Let’s now talk about the recommendations.  I think it’s fair to say that our recommendations need to be realistic, we won't be able to implement the same strategies large private sector organisations can be due to our limited budget and resources but we do have some realistic recommendations I think we should consider. 
Short-term recommendations (next year):

1. We need to develop the current ESS system chatbot to provide real-time assistance on HR policies, training requirements, and well-being advice. This will help empowers managers to take proactive measures for employee satisfaction and retention.
2.  Utilise AI algorithms for job applicants and adverts and incorporate them into the shortlisting process.
3.  By introducing chatbots for onboarding we can provide consistent information on company policies, procedures and our culture.

Long-term recommendations (2-4 years):

1. Implement big data analytics supported by AI for performance management. AI algorithms can analyse employee feedback surveys and provide real-time feedback, performance analytics, and actionable insights for managers.

2. Develop analytics to forecast turnover risks and skill shortages.

Both these short terms and long-term recommendations will help us retain and attract talent.

Ending

During today's TED talk, I explained the impact of AI on talent management and proposed recommendations for our future HR framework. While budget constraints may limit our implementation strategies compared to large private sector organisations, it is crucial to embrace AI for successful talent management. 

Change is inevitable in our rapidly evolving environment, and harnessing AI can help us attract and retain talent while saving time, money, and resources.

Thank you for listening, goodbye!
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