Peer Practice 1: Talent Management
I worked with Joshua and Jess on this peer practice project. The information below relates to SSE, Joshua’s company, mainly focusing on the use of technology in recruitment. 
Introduction:
SSE is a large multinational company in the energy sector, employing 10,000 people. As someone who has always worked in small/medium sized-organisations, it has been interesting to look at SSE and explore their website. I can see how the use of technology in recruitment is vital in an organisation of this size.
Findings:
1. Current State of Technology Adoption:
A number of organisations now use Applicant Tracking Systems (ATS) integrated with AI as part of the recruitment process. These systems can automatically sift and rank applications based on job requirements; this allows HR spends on initial screening. SSE uses an AI-powered ATS to manage the high volume of applications for each job posting, ensuring that only the most qualified candidates are shortlisted for interviews.
2. Benefits or Projected Benefits:
These include:
Efficiency and Time Savings: Automation of routine tasks such as application screening and initial candidate outreach means that HR professionals can focus more on an SHRM approach, than a process-driven approach.
Improved Quality of appointment: AI algorithms can analyse a broader range of candidate data and identify patterns that may predict success in a role more accurately than traditional methods.
3. Risks or Concerns:
Aside from the general risks, such as GDPR/privacy concerns, there are some particular risks for SSE in using AI systems as part of the recruitment process:
Bias and Fairness: There's a risk that AI systems may perpetuate existing biases in recruitment if they are trained on historical data that contains biases. This is a crucial point to note: the quality of the data generated is only as good as the data inputted and it is important to be clear about what data is chosen!
Depersonalisation: Overreliance on technology can lead to a lack of personal interaction in the recruitment and onboarding processes, which may affect candidate and employee engagement.
4. Opportunities for Development:
For organisations not currently utilising big data or advanced technology in recruitment, opportunities are:
Improve Recruitment Processes: implementing AI-powered tools for candidate sourcing and screening can help uncover people that might otherwise be overlooked.
Enhance Employee Onboarding: there is an argument that virtual onboarding assistants can provide new starters with a personalised and engaging introduction to the company as part of a wider mixed programme that also includes human input.
Conclusion:
For large multinational companies, such as SSE, the use of advanced technology in the recruitment process is critical for giving the HR team the space to operate strategically and to ensure efficiency around the onboarding process, as well as potentially recruiting the best employees for the job, that might otherwise have been missed.
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