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Introduction:
Newport City Council (NCC) is a local authority government in Southeast Wales.  The Local Authority (LA) provides services to 159,600 people (ONS, 2021).  Newport City Council provides a plethora of services to the local population, from education, to refuse collection, to highways and housing services.  At last count there were over 800 different services, (Newport City Council, 2025) exemplifying the many different HR needs for the council.

Slide 1:
1. AI in Recruitment and Selection:
. AI and machine learning (ML) are increasingly used in recruitment and selection processes. As identified by Pilbeam back in 2010, this is not new as even then AI could scan CVs to recognise skills, knowledge, and qualifications, making the process faster and more efficient (Pilbeam, 2010). ML algorithms can analyse data to identify the best candidates to recruit Bratton et al 2022.
2. Performance Management:
· AI and ML can also be deployed in performance management. For example, as identified by Biswas in 2019, these technologies can help create personalised learning pathways and develop conversational interfaces.  Currently, managers have to provide manual goals, identify who needs check-ins, manually monitor progress which all takes time which could be utilised for support elsewhere.
3. Workforce Planning and Intelligence:
· Technology can also identify where there are very few people doing one job and consequently support with succession planning with technology such as that produced by the Change Associates.  
. AI can support with workforce planning and intelligence which can help organisations to maintain service standards by considering a range of possibilities before external events force them to act. 
. Torrington discussed this in 2020 demonstrating how it represents a culture shift towards becoming a future-facing organisation and discusses how using AI could have avoided the catastrophic business failings of Ryan Air in 2017 when systems allowed many pilots to take leave at the same time over the summer period which led to 400,000 passengers being contacted about the cancellation of their flights and costing the organisation over £25million in compensation.  This could also avoid the risk of reputational damage and associated issues that come with that.  (Torrington, p88, 2020) 
4. Automation and Efficiency:
. AI can automate mundane administrative tasks, freeing up time for HR Business Partners and service managers to focus on more strategic issues that add value to the organisation. 
. AI-based chatbots can help employees get answers to basic questions without waiting for help which a noted by Jackley (2024), these help employees to get answers to their basic payroll, onboarding, benefits and other questions without waiting for help and not taking up the time or HR and other personnel.  
5. Bias and Discrimination:
· Marchington focused on the ability of AI to potentially exacerbate bias in algorithms due to the male dominance of work because the gendered nature of IT work.  (Marchington, p84, 2020)
. AI has the potential to exaggerate human biases. For example, from 2015-2020 the Home Office used a system that was found to be making racist decisions against non-white people due to the algorithms that it had produced due to using historic data that referred to deportations and arrests.  As noted by the time by Chai Patel from the Council for Welfare Immigrants, “This streaming tool took decades of institutionally racist practices, such as targeting particular nationalities for immigration raids, and turned them into software.”  (McDonald, 2020) demonstrating the need for careful building of algorithms.
. Companies face legal and reputational risks if their HR methods turn out to be discriminatory.  As identified by Kochling in 2020, this could evolve if applicants and employees determine that the algorithmic selection of development process is unfair then this could lead to action been sought which could then cause reputational damage (like with the Home Office) if the programming is found to lacking. (Kochling, et al 2020)

6. Legal and Ethical Considerations:
. The Department for Science, Innovation and Technology has produced a paper on the integration of AI in HRM and IHRM demonstrating how AI poses novel risks, including perpetuating existing biases, digital exclusion, and discriminatory job advertising. (DfSIT, 2024)
. Indeed, Noel Sharkey a professor of AI and robotics at the University of Sheffield, went so far in 2019 to declare that AI decision-making should be tested in the same way as new pharmaceutical drugs are evaluated before they are released to the market.  (McDonald, 2019)
. Given the large amount of data held by LAs and the potential for cyber-attacks, it is crucial to ensure privacy and compliance when implementing AI technologies.  As identified by Denton in 2024, the critical truth is that the starting point it so to ensure that privacy and compliance are top-of-mind when completing the exercise.

Slide 2: Strategic Aims of NCC
Economy, Education and Skills:
Arguably, this is an area where the LA should be sector leading, leading from the front with the use of AI in line with PM Starmer’s ambitious proposals to the make the UK sector leading in AI (Gov.UK 2025).  However, we need to make sure that the aforementioned pitfalls are not something that leads the LA to fail.
Environment and Infrastructure:
The Council has recognised the need for a digital future and is working with staff to be experts in the use of co-pilot, providing training to upskill staff.  At the moment, there are only 60 licences in the Council which equates to 1% of the workforce.  Arguably, there are a number of roles that do not need co-pilot training, but there are many, many that do.  The transfer of these skills needs to be examined to ensure that all members of staff are upskilled and we do not end up with the generational divide as identified by Frogola in 2024.  
Also, we need to ensure that the Council does not become fully automated.  We’ve all seen the document where someone hasn’t read what co-pilot has written or where questionable decisions have been made (think the Home Office) so it is imperative that the decisions are not just left to technology.  We still need the human touch to make sure that things are right as identified by Torrington in 2020 (Torrington, p192, 2020).
Quality Social Care:
Social and care services could certainly benefit from the support of technology.  When looking at safeguarding, referrals involve manually inputting into a form every time, (finding the original form if appropriate) and then reinputting the same information.  This can lead to missing paperwork, especially if a personal detail is incorrect leaving part of a trail dry.  One only has to look at the failings of Prevent in the Southport stabbing cases of 2024, through a combination of human error and older systems, where a misspelled name meant that an individual did not get the support needed.  AI or technology could have reduced this mistake by identifying a similar name or date of birth by searching for similarities that an older computer system may not be able to do.  (Home Office, 2025)
Inclusive and fair: 
The use of technology could be great here, being completely impartial.  However, this is dependent on the coding being correct, that no inbuilt bias is in the system and that we have sought to ensure that it is impartial as possible.  AI cannot be allowed to run rampant on these decisions without human overview to ensure that the Council is shown to fair and equitable.  The danger of reputational damage is all too real, especially as AI can learn from decisions that may go back many years.
Indeed, such is the concern, that UK Government produced a report in 2025 into how these biases can be avoided.  Back in 2020, the Guardian reported that research by the Cardiff Data Justice Lab had looked at the 20 councils who had stopped using AI to make decisions due to the high risk of wrongly identified claims for benefit fraud. Indeed, the Legal Education Foundation produced an article back in 2019 warning of these risks.  Interestingly, it is difficult to find information warning of risk much beyond 2020.  It would be difficult to say if this is due to the situation improving or remaining the same, however, the Information Commissioners Office produced guidance to ensure fairness in AI in 2023. 

Slide 3:  Competitive Edge
AI and machine learning can transform decision-making processes by outsourcing numerous aspects to algorithms, with speed and efficiency discussed as far back as 2010 by Pilbeam. In 2020 Lo Piano noted that ‘Decision-making on numerous aspects of our daily lives is being outsourced to machine-learning (ML) algorithms and artificial intelligence (AI), motivated by speed and efficiency in the decision process’ (Lo Piano, 2020, p. 1)’
In 2016 Goodfellow, nearly ten years ago identified that AI could create personalised learning pathways.  Obviously, these can support talent management and enable managers to identify the pathways needed for individual members of a team.
This deep learning (the data mining and building of new higher-level concepts) can help organisations identify the best candidates to recruit and develop capabilities into business opportunities as recognised by Bratton et al in 2022).
Workforce planning and intelligence can help organisations maintain service standards.  Indeed, Torrington’s case study into the National Grid in 2020, demonstrated that they have exploited these opportunities to produce a competitive edge by developing timeframes for full automation workforce planning by producing flexible planning as a live on-going process, planning for a range of different potential scenarios and ensuring that all stakeholders are involved in the process, not just the HR planning team and  the SLT.  This approach has been endorsed by the CIPD which produced some useful advice on how to implement this back in 2018.  (Torrington, p90, 2020)
AI can automate mundane administrative tasks such as identifying compliance with HR policies, enabling staff to know how much annual leave they have left after long periods of leave.  AI can be used for recruitment, onboarding to name a few areas and free up precious HR officer and line manager time.
AI-based chatbots can help employees get answers to basic questions without waiting for help.  Jackley noted in 2024 that such an approach could free of the time of finance, HR and other personnel which can obviously same time and money for other areas of work.
All of this leads in effective management of people and time and supports an effective HRM strategy.
AI offers the promise of competitive superiority, levelling the playing field for smaller companies seeking to compete against industry giants as identified by Gow more recently in 2024. 

Slide 4: Provide examples of how your organisation has successful leverage HRM practices and technology for strategic advantages
The basis of the NCC HRM practices is published for employees to see in the four yearly People Plan.  The latest iteration was produced in 2023.  
HRM practices do not currently use much in the way of technology in the Council currently and where it does, it is much more of a manual analysis using older tools such as Excel, where managers have to manually identify where staff may need to complete mandatory training, identify where sickness return to work has not taken place in time (and indeed, does not remind managers to do so) but tools are available for managers to see how effectively their service area is performing.
This is not new within local authorities, indeed in 2023, West Berkshire wrote a blog about the fact that they were able to use new technology to write job descriptions and adverts which was saving hours of officer time.  As demonstrated, this technology was far from new in 2023 but maybe identified the reluctance for LAs to have previously come on board. 
Staff networks are being developed, with only a few available so far which sadly do not allow all members of staff to be able to join a network.  Service areas are beginning to network and provide information across services which means that the workforce have the opportunity to be upskilled and supports future workforce planning.
As identified by Leddy (2017), job rotations not only offer a multitude of advantages for employee and employer alike, and there needs to be close alignment to the HR strategy to succeed.  This said, it can enable the organisation to grow leadership by developing a number of people who understand large aspects of the organisation, although this cannot be at the expense of losing all expertise and developing a generalist workforce.

Employee benefits are now online, staff can access these 24 hours a day, enabling access to counselling, wellbeing resources as well as employee rewards through the staff rewards website
Talent is increasingly recognised, however, this is a manual recognition where people are encouraged to apply, or staff find out through their manager.  These talent management programmes do enable the upskilling of staff but are very much dependent on the staff member or team manager to ensure that people are informed and are confident to refer team members for the opportunities.


Slide 5: Recommendations
Talent Management
* Identify potential leaders within the organisation                                                
 * Provide talent pathways and potential qualifications to be covered 
* Support managers in developing talent within the organisation
Use AI for Recruitment
* Analysis of applications for pure AI
*Identifying potential applicants for positions                                                        
* Identifying candidates who meet the essential criteria
Use of AI for Goal Setting
Identify areas of excellence within an employee’s role                                     
* Identify areas for development         
* Identify training needs                          
* Identify targets and goals to support the employee and the service
Chatbots
* Complete the more mundane tasks such as calculating annual leave left
* Identifying which training a member of staff needs to complete 
* Supporting staff with general queries that may take days to rectify 
In summary, AI and technology can automate labour-intensive tasks, dramatically increasing productivity and efficiency while reducing errors. This technology can enhance an organisation's competitive edge by improving decision-making processes, automating tasks and identifying and developing talent which in turn can lead to increased productivity, efficiency, and overall strategic advantage.
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