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Hi All, welcome to my presentation
I would like to start off with a question – what does talent management mean to your organisation and how are you making sure that its future proof? I am here to discuss redefining talent management in the age of AI, specifically for NCC and how that organisation can make changes, but I am hoping that today by joining me you will learn something, potentially pick up some points that you think you could use in your own organisations. I’ll be round and about throughout the presentation, mostly as a voice over, but I’ll pop back a bit later.
Click to next slide – Steve Jobs
“it’s not faith in technology, its faith in people” – Steve Jobs
Newport City Council has a workforce of around 6,000 led by the Chief Executive, Beverly Owen, and supported by three Strategic Directors, 11 Heads of Service, and around 40 senior managers and even more team managers in which I am proud to be a part as an Economic Inactivity Coordinator (Newport City Council, 2024).
The HR team is made up of a team of HR professionals and business partners, but there are separations between HR functions; for example, Policy & Inclusion sits in a different structure to People and Transformation and is not encapsulated by one big team – but they do all have a seat at the decision-making table.
The increased pace of change following Covid 19, means that in the last three years, Newport City Council has gone through a substantial technological overhaul to transform how office staff can work flexibly at home and serve their communities while following a modern and inclusive strategy in terms of technology both internally and externally (Newport City Council, 2022).
Click to next slide – HR Framework
Firstly, I think it’s important for me to show an example of HR Framework, I have tried to keep this one as broad as possible so all organisations can find common ground when considering the elements Vulpin (2024).
Vulpin (2024) shows the function has 6 key elements which should make up a talent management structure, now this is not a one size fits all everyone!  but certainly, food for thought when considering a starting point for an organisation, or even for an organisation looking to revamp.
CIPD (2024) states that the most effective and successful talent management frameworks need to align with business strategy as they are a key priority – although talent management is still considered a special knowledge area.
Focusing on Newport City Council specifically, their current framework looks slightly different.




Click to next slide – HR Framework NCC – 5 Key Areas
NCC’s people and culture Strategy is made up of five key areas for their talent management framework. Organisational Planning, Workforce Planning, Workforce Wellbeing, Employee Engagement & Reward & Recognition.
The first significant difference is that as organisation we focus on 5 key areas, three of those areas heavily weighted towards supporting, retaining, and nurturing current staff with a softer focus on developing recruitment.
Throughout the organisation, technology is used at a minimum. Staff members have access to an online self-service system for day-to-day work admin tasks such as booking annual leave, and this is then actioned electronically. We have utlised technology in council buildings to ensure health and safety by using a digital sign in system, which records worker and visitor data – in the event of emergency. This is under utilised, and could potentially be explored deeper as a data collection tool for other areas of the business such as sending newsletters from our community outreach department, or monitoring where our building visitors come from when considering placement and development of new community properties.
I want to highlight some of the innovative practices highlighted as areas of innovation that the council have included within this structure, later, I’ll then recommend how AI & technology could potentially accelerate these plans and enable them to achieve outcome.
Click to the next slide – Organisational Development
Let’s look at organizational development!
This is one of the key headings within the people and culture plan and it lends itself to one of the key factors for change within it – ‘Evolving Organisational Change Management.’
In this part of the plan, NCC hopes to increase e their use of people analytics to evidence decision making – now we all know AI could play a significant role here in achieving outcomes, so we will circle back to this later – it doesn’t need any more information that that.
Click to the next slide – Workforce Planning	
The next key area of the relates to workforce planning. A key piece of work to deliver objectives under this heading is for NCC to ‘Develop succession plan practices’.
Now this area directly relates to future proofing the business which is one of the definitive reasons that redefining talent management is important to an organisation, especially one that is person centered in terms of what they deliver (ie. Community focus)
According to Mckinsey (2023) COVID -19 was a huge driver in reshaping work as we know it, and accelerated three broad trends – which NCC is absolutely working towards as a ‘New Normal’.
Remote Work, E-Commerce, Automation and AI are trends that continue grow throughout businesses in the UK, and although NCC have adopted remote work as a vital part of their business moving forward, AI can most certainly be applied to succession planning to make processes quicker and more streamline.
Although NCC have declared that this is a specific area of interest, paves the way for potential recommendations to utilise AI to support their needs – and we will circle back to this later.
Click to the next slide – Workforce Wellbeing
Right, before we go any further, how are you? Are you well? I’m great, But I just wanted to check in as we are nearly halfway through the presentation now, thanks for sticking with it, but funnily enough we have arrived at Workforce Wellbeing
What does wellbeing at work mean to you?
CIPD (2024) tells us that ‘Good health and wellbeing can be a core enabler of employee engagement and organisational performance’ which is it’s no secret why it’s a standalone core topic of NCC’s people plan. One of the ways they hope to achieve this outcome is by improving satisfaction and retention which of course is extremely important.
Linkedin (2024) gives us an insight into the potential AI can offer us by outlining ‘The utilisation of predictive analytics for early intervention, personalised career development paths, and customised training and development programs demonstrates a commitment to individual employee growth and engagement. Moreover, AI-powered HRMS systems streamline administrative tasks and provide deeper insights into employee sentiment, allowing for more targeted retention strategies.
As a key reporting point for the wellbeing of their workforce, NCC must determine the impact AI could potentially have for the future of the business and supporting an ever-growing diverse workforce.
Click to the next slide – Employee Engagement
I am about to ask the most important question you will ever get asked, Will you Marry me?
Of course not, but a marriage symbolises the synergy between two people, so why can’t we marry our function and processes in wedded bliss to ensure we deliver outcomes?
Employee engagement is essential, and something which has dramatically changed since COVID -19 and the introduction of remote technologies such as Microsoft Teams. We can enagage with our business, colleagues, and customers from anywhere in the world in real time – but what does this mean for isolation and an ‘Always on’ mentality?
The most important facet of employee engagement for NCC has been highlighted as ‘contributing to employees feeling more engaged and informed’ Newport City Council (2024). This is what they hope to achieve within their people plan. Often within local government not all information can be shared with all levels of the business, but I believe this point focusses more on increasing communication channels, and how we use these to notify employees about ‘need to know’ information.
It poses the question for all of us - What does effective communication look like in the future?
Click to the next slide – Reward and Recognition
Well Done! Passed halfway!
Littlefield (2023) states the fact we should all know - Research shows what great leaders already know: Recognition is fundamental to the engagement and retention of top talent and the profitability of our organisations.
Even for the most humble of employees, reward for a job well done will always be important, and let’s admit it – it feels great! To know that a piece of work, writing, policy – anything has been well received can often give you the boost you need to keep going, even on the toughest of days.
What we seek as rewards can differ from person to person, I will later make a recommendation which will help NCC fulfill this facet of their strategy by potentially adopting some new technology.
Click to the next side – So What’s the Plan?
So, what’s then plan? I hear you ask.
So, I have covered what the current strategy looks like, but we are on the horizon of a brand-new strategy being produced – so what are my recommendations for NCC? How can they move forward into the future utilizing available technologies and streamlining their processes to achieve their aims?
This strategy is proof that NCC have understood that AI and technology is underutilized, but how can it be used without alienating our communities, promoting equality and diversity, and paving the way for other local government organisations to follow suit.
Click to next slide – Recommendation `
So now for the recommendations, recommendation one simply put is:
‘People Analytics’
Now I am going to explain this a little bit further.
Using people analytics to streamline recruitment, ensure the right staff are in the right roles as a part of a diverse workforce, with the right skills sets – so they can be rewarded as an individual.
The use of people analytics, and more specifically talent analytics when considering recruitment will need to be utilised to ensure some of the key HR strategy points are met for NCC.
Tinteren (2022) outlines the benefits of applying people analytics which include improving acceptance rates, reducing turnover and ensuring diversity and inclusion by removing unconscious bias in the selection process of a new hire.
As NCC are a local government organisation they naturally have access to external sources of data i.e. Census, to provide an overall picture of the external environment in which we operate, this will ensure areas like salary are benchmarked against other industries to ensure we are competitive, especially for skilled workers where we need them.
NCC could potentially harness the power of AI by introducing screening tools into the recruitment and selection process. Fu (2024) states that AI screening tools are designed to be quicker, analyse CV data and identify the best candidates, first time.
In terms of reward and recognition, Gupta (2023) explains in organisations where AI is used to support reward it can tailor recognition to the individual, even down to their preferences, workstyle, or accomplishments – creating a strong emotional connection with employee and business - a crucial factor in retaining talent and ensuring that we meet the points in the strategy plan.


Click to next slide – Recommendation 2
Now for my second recommendation, and the final one you will be glad to know.
This one is ‘Harness AI in Staff Communication’ or internal communications.
We have already earlier established that NCC find communicating the right messages to the right people, which is why it’s a key factor in the people and strategy plan. Internal communications are generally created by the internal department, and usually curated and emailed directly to individuals. Grensing-Pophal (2023) Confirms that a Gartner survey revealed that 38% of employees feel bombarded by excessive and confusing in internal communications and this can often lead to misalignment.
Grensing-Pophal (2023) states tht by using an AI tool this allows internal communications to be targeted, and the use of algorithms can segment employees using a vast range of criteria – such as preferred language, which for a diverse workforce such as NCC’s would be amazing.
This also lends itself to supporting diversity and inclusion in the workplace, as NCC are a diverse workforce with lots of different cultural influences – being able to receive messages that are accessible to all is extremely important to achieve most of the key factors in the overall people strategy.
Chatbots are an AI tool that is used for the contact centre hub at NCC and are used to direct customers to the appropriate teams for support. Building on this, this software could be utlised internally to increase communication between internal teams and solve queries quicker, rather than waiting for a response from one singular team member – who is very busy!
By streamlining the communication process and utilising technology to do this, creates affinity with the business, makes employees feel valued, and gives them the correct knowledge and tools to fulfil their roles, create success and future proof the business.
Click to next slide – To Conclude	
Welcome to the conclusion, thanks for sticking with me, I hope I have given you enough compelling evidence to see why there are certain things that NCC can do to futureproof the business and redefine how they manage talent especially moving into a digital age, considering AI and other technologies.
Redefining talent management within NCC, by utlising AI outlined in the recommendations in this presentation will serve to ensure we are achieving the key areas we set out in the people and strategy plan and futureproofing the business in a digital age.
The recommendations highlighted will target all of the criteria previously forementioned, champion diversity and equality in the workplace, and ensuring teams feel supported and individualized within the business. 
By leveraging AI and technology we will:
- Streamline antiquated processes
- Champion diversity
- Support and reward staff with communication and tailored recognition
- Hire the right people first time and retain them.
Thank you for taking the time to attend this presentation, I hope I have delivered enough compelling evidence, and it’s clear why we need to adapt for the future and really develop our use of technology to improve our business – especially at NCC.
Thank you.

Last Slide
Apologies, I totally said I would pop back in, Sorry!
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