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Introduction
Workforce planning is the process of identifying workforce problems and creating practical ways of addressing them. The industry of weapon systems and space aeronautics is a highly dynamic industry. Hence, the Air Force Material Command has to be able to address the different implications on their workforce as a result of changes. Once the organization is able to address implications of change on their workforce, it will help emphasize their long term goals in a positive way (Kerzner et al. 2017).
Current state of the Workforce planning
The Air Force Material Command is mandated with the provision of workforce and infrastructure needed to ensure weapons systems and space forces are always ready. It is a very large organization in terms of the scope of its responsibilities and the size of its workforce. It has 100,000 military, civilian and contract personnel. 56% of the total number of workers represents civilians while 26% represents contractors. The organization has employees that have specialized skills in specific areas that are related to weapons systems and space exploration. The specialty of skills and abilities coupled with the terms of services provided to the organizations personnel is one of the major reasons why the air force material command needs a workforce plan.
There are three main product centers that account for 70% of its workforce; logistics center, nine laboratory directorates and three test units. All of these centers represent areas in the industry that are considered the most dynamic. Since majority of the Air Force Material Command workforce stays with the organization throughout their career, there is a great need to develop a workforce. This workforce plan will create an opportunity for the organization to improve the quality of work performed by their workforce. It is also a solution that is meant to make the workers versatile enough to adjust to the different changes in technology that occur overtime. 
Recommendations
Training is one of the key areas in order to make a workforce versatile. The nature of applying specialized can make the workforce redundant when any new aspects or technology is introduced to their skillset. Training takes time and resources that may not be available at the moment. In an instance when there is a limited amount of time in terms of using the new technology, succession is the key recommendation. Having a structural format from which the replacement of workers is referenced, helps the organization be able to bring in new talent when they need it. It also allows for the organization to maximize the productivity yield when they invest in training younger groups within their workforce and include them in their succession structure. The last recommendation is the use of mentorship programs. Mentorship is a form of internal training that allows for cost effective succession and also presents an opportunity for interdepartmental collaboration. New talent also needs to be mentored in order to gain the necessary skills that can only be acquired through experience. Through the creation of interdepartmental collaboration, the organization can improve efficiency and productivity. This will be done by ensuring that all the different departments are in alignment as it relates to organizational strategies and goals (Gold et al. 2017). 




Workforce plan
Developing a plan, helps the organization address the issues of versatility within their workforce as it relates to future technological changes. There are several aspects that the workforce plan will be able to address. First, it should provide exact workforce levels and types of skills that will be needed to implement the plan in the future. Having a detailed breakdown helps organize the workforce and prepare them for the different roles that they will fill. Secondly, the plan will allow the Air Force Material Command to determine exactly how much resource will be required in order to improve the technological versatility of its workforce. Third, is that the workforce plan will help the organization analyze just how much new talent is available for recruitment. They can also develop requirements that best suit the objective of the workforce plan and improve turnover.
The workforce will not only provide an opportunity to determine how much new talent is available, the organization will have a chance to also determine whether it will be sufficient. They can also come up with interventions that can be applied in case there is not enough talent to meet this need. Lastly, the plan will play an important role in creating a structure that will solve the gaps in their workforce. As the gaps have already been identified, implementing solutions will require less resources. The organization will not just implement solutions for gaps, they can identify any surpluses and eliminate them so as to increase the available resources for any future plans. The key thing to note is that the success of any plan is determined by how practical it is and how effectively it is implemented.


Approach to Workforce plan
The plan is not meant as a way to definitively predict what the Air Force Material Command’s future will be. It is there to create a decision making context that will allow for effective adjustments where necessary to avoid redundancy and decreased turnover. This objective is aimed at ensuring that the workforce plan is able to be useful for the organization both in the short term and long term. There are different steps to the process of making a workforce plan as detailed below. 
Identifying Challenges: At this step, Air Force Material Command will do a critical analysis of the main issues that face the current workforce. Such issues have to be understood and detailed in such a way that the organization is able to cope in the future. Identifying challenges within the workforce allows for a proactive approach that will be in line with both short term and long term goals of the organization. This can be done through first considering the organizations strategies that allow for quality service provision. The organization’s strategic plan will provide an overview of any future changes will affect the workforce both directly and indirectly. In this case we have already identified the main issue with the Air Force Material Command’s workforce is their versatility as it relates to technological changes and developments in the future. A training program and a mentorship program can be implemented to prepare the workforce for these changes. These steps will ensure that the workforce is able to adjust to any changes that may come up and avoid problems that arise from poor turnover as a result of limited skills set.


Defining Staffing gaps and surpluses: This step comes after the organization has already established the problem areas that need to be addressed. Defining the gaps and surpluses in the organizations workforce is a way of determining the availability of workers in the process of trying to meet the workforce plan objectives. This step will help the organization define its workforce population, different workforce requirements and finally be able to determine workforce availability. 
The population of the Air Force Material Command has already been established together with the key areas that the workforce plan needs to focus on. Determining workforce requirements is an activity that requires the organization to create an outline of what they need from any new talent for them to qualify for recruitment. This is done by human resources through the evaluation of the current available skills sets and what the organization will require in the future. Determining the availability of the workforce is the last activity required at this step. This is done in order to make projections of the resources required and other alternative methods of improvements in case there is no available pool for recruitment. A gap and surplus analysis will be able to provide a clear overview of the needs of the organization as is required at this step of the workforce plan.
Gap Analysis
The current workforce in the three major units each provides their form of specialized service to the organization overtime. Before making any recommendations towards what to include in the workforce plan, there is need to analyze what the current workforce offers against what the organization needs now and in the future. The gap analysis table below represents an overview of all the three key departments in the organization. 
	Scope 
	Skills offered currently
	Skills needed in the future
	Response required to fill the gap

	Individual and organizational level.
	· Logistics
· Laboratory Technical Skills
· Technical testing skills

	· Improved efficiency through technology
· Use of advanced technology in laboratory technical skill and testing.
· Inter-departmental collaboration.
	· Training to improve skills that adapt to changing technological trends.
· Succession planning
· Mentoring initiatives



Surplus analysis
This analysis is done so that the organization can determine the population of employees needed, skills set required and timeline in the future. Use of a surplus analysis can be for used in times of change and to meet organizational goals. The analysis will also allow the organization to determine the source of any new workforce required. When changes occur in the structure of the workforce, its implementation may source from outside or the organization may decide to use the workforce currently available. However, the parameters of how this should be done can only be decided through the development of a surplus analysis. 
	Source
	Skills needed
	Number required(projected workforce population)
	Timeline


	Internal
	· Improved efficiency through technology
· Use of advanced technology in laboratory technical skill and testing.
Inter-departmental collaboration
	50, 000
	5years

	External
	
	At least 5 new members in every department.
	5years




The table above shows that the organization is able at least half all their existing staff in the application of new technology together with a projection of 15 new hires for the three main departments. The above analysis shows that the Air Force Material Command needs a lot of resources in order to be able to meet their workforce needs. However, the availability within the organization on a long term basis is very viable and hence to save on resources, it would increase turnover if they sourced internally for talent and used training and mentorship in order to grow the skills of their workforce. However, there may be instances where extremely good talent emerges in the external market within the five year timeline. Such an opportunity is worth exploring an external source for their workforce (Bechet, 2008).
Developing of workforce Strategies: This is the point where the organization develops specific departmental personnel targets that are in line with the objective of the workforce plan. After the analysis on the needs and challenges the organization may face in the future, there is need to develop strategies that directly address them. Strategies are developed in most instances around specific issues within the workplace and the overall goals and objectives of the workforce plan. The objectives of the workforce plan have to be in line with organizational goals in order to avoid conflicts. In the case of the Air Force Material Command, the main issue has to deal with technological versatility. This issue will require a single cluster strategy in order to avoid complexities of application and maximize its applicability in the future.




First strategy that can be implemented is the retention strategy. The specialized skills requirement that is present in the organization means that talent and experience are important aspects in developing the workforce. Retention is a strategy that ensures that workers who have gained some kind of specialized skills and grown to become experts should be retained at all costs. The advantage of having a workforce with such individuals are key in ensuring that the organization is able to perform its core mandate. Another strategy is the succession strategy. As stated before in the recommendations, successions a key aspect in the process of an organization that is developing the versatility of its workforce. Such a strategy creates an environment where the pool of prospective replacements for a specific job type is available. The strategy also provides an opportunity for the creation of a training program within the organization, which can be tailored to meet future workforce needs (Bechet, 2008).
Another key strategy is the development of a management training program. Such a program is developed in order to be able to access new and external talent. This is a proactive strategy that creates relationships with individuals available within the workforce supply. Such relationships are aimed at growing the workforce pool and allowing the organization to identify any talent that may be useful in achieving their goals and objectives. This context is a practical method, where any new talent that is recruited would have gotten the necessary training and can get to work immediately. 




Developing an Action plan: In this step of the workforce plan, there are several detailed aspects that have to be addressed that will foster implementation. This is the step of the workforce plan and can be defined as the implementation step. It defines how all the aspects within the workforce are going to be implemented. It also gives an overview of the roles that different individuals within the workforce are going to play. The first thing to establish is what exactly needs to be accomplished in the implementation of the action plan. In the case of the Air Force Material Command what needs to be accomplished is,
· To increase the adaptability of the current workforce to different changes in technology 
· To increase the turnover of the workforce by increase the versatility of their skill sets in relation to changes in technology (Bechet, 2008).
[bookmark: _GoBack]The timeline for this activities as per the surplus analysis is five years. This gives ample time for the team to perform their current duties and get the necessary training at the same time. It also gives the organization enough time to get the resources in line to implement internal strategies as well as external ones. At this step the organization also needs to make specifications of the specific individuals that will perform this functions and be tasked with implementing them. For instance within Air Force Material Command, the human resource officials would create an official action plan. There has to a chief program manager who will supervise the key training aspects in the plan. The program manager delegates to different training managers on a departmental basis. Recruitment should also be done through a recruitment manager who develops a framework and analyses different candidates to determine if they meet the requirements (Vogel et al 2012).

Benefits of the workforce plan
The first benefit is that the plan is proactive. This means that it is not focused on the implementation. With a proactive perspective, the Air Force Material Command will be able to anticipate any new changes that may occur or affect the implementation of the workforce plan. Once they anticipate such changes they will be able adapt appropriately. The second benefit of the workforce plan is that it is able to focus on the main issue. This allows the organization to make specialized recommendations for the issue. It also avoids the use of resources on irrelevant activities that will not have an impact on the workforce. The organization can tailor the workforce plan to address the issue fully and in a manner that is highly beneficial to its functionality. 
The development of workforce strategies can be tailor made for specific jobs as opposed to making a generalized strategy. This makes the process more productive in terms of the results that it will ultimately yield. The workforce also gives the organization an opportunity to define issues and create strategies on an ongoing basis. Ultimately when it comes to adaptability and change, real time adjustments give an organization the competitive advantage that is unmatched. With a workforce plan there is a clear defined structure on different issues and solutions. This same structures can easily be adjusted and applied to emerging issues in the future and save the organization time and resources of trying to identify and define new issues. The key thing to not here is that the focus is planning and acting and not reporting. This has great advantages in organizational versatility and ability to develop skill sets to match emerging trends especially in technology.

This approach is very well tailored to solve problems through building and developing the necessary capacity. It also allows for full functionality parallel to activities and strategies that are aimed to solve problems. This way the organization is able to make changes even when it cannot be able to mobilize extra resources for such an exercise.
Criticisms of a workforce plan
The development of a workforce plan tries to anticipate the future skills that will be needed in order to train and be well prepared. This however is a very difficult thing to achieve since predictions in industry changes are moving at a high rate. An organization cannot be able to anticipate all changes. For instance the Air Force is anticipating technological changes, this may be true. However, which technological changes are actually going to take place? Difficulty in determining this creates an issue on the training process and action plans. Another criticism is that this process invests a lot of resources that may not be readily available or may not yield the projected turnover. 
Conclusion
Creating a workforce plan has both benefits and a few criticism that may discourage an organization from implementing it. However, the benefits far outweigh the criticisms. The key thing to note is change. A workforce plan needs to be able to adapt otherwise it becomes redundant and hence a waste of resource. The Air Force Material Command is in an industry that is anticipated to experience a lot of changes. The workforce plan that has been developed in this paper will give the organization an excellent opportunity to emerge successful through all the changes.
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