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Abstract
           The paper begins with an analysis of whether the guide in question is still relevant a decade later. The arguments like workforce replacements and offering employees with refresher trainings add on the relevance of the guide. The weaknesses of the guide are also analyzed especially that it fails to note the importance of employee motivation and involvement in decision making. The emphasis on employee retention and employees being given departments that were not originally theirs is criticized. The paper later compares the approaches of this guide with those taught in class, seen in videos and those in the Bechet book. The paper after the comparison acknowledges the need for these approaches to be used complementarily rather than supplementary. The paper ends with an analysis of the guides draw backs and how these draw backs can be improved.
The Relevance of the Guide A Decade Later Including Its Strengths and Weaknesses
      
The guide is still applicable. The understanding that the workforce is aging and needs to be replaced is a strong assertion. The knowledge that challenges should be seen as an opportunity to improve and be innovative is also relevant. The paper acknowledges that the trends in the current world are changing and that the workforce plans need to change and move with the world for them to remain relevant in this very competitive world. There is an emphasis on creative problem resolution skills to be acquired and applied in the workforce.

      
There is also an emphasis in having the right people do what they can do best in terms of what is right with them at the right time and in the right place. The guide is also relevant in that it offers solutions to those who have already began their workforce implementation as they are guided on how to rethink their workforce and make the relevant changes, as well as those who are intending to put up a workforce. It is therefore not obsolete.

     
The strategic plan of the workforce is also relevant itself in the way it is structured to offer solutions. It prompts one to first think of what they would want to do and then organize their goals realistically in that there are those goals that can be met in the short term, mid-term and those that can only be attained in the long term (David, 2001). The plan also helps people understand how they can meet the employees’ needs in a sequence for relevance and practicability.
     
The guide also attaches a lot of importance in cooperation.  For the best result to be achieved using the least cost possible all the stakeholders in companies and institutions must put their efforts together and work towards that common goal. The cooperation must be as a whole without minding which department one works in or what their area of specialization is. The plan also outlines the reasons as to why agencies need to rethink or bring to full force their workforces. Planning the workforce is important because it enables agencies to prepare employees not only for today’s jobs but also for future jobs (Bratton & Gold, 2017).
       
It also ensures that the agencies have employees with the relevant skills and employees who are up to the tasks in the changing trends of operation. Employees whose skills are getting outdated will also be able to receive refresher trainings to equip them with new relevant skills. The plan will also help agencies ride on the many technological advancements that are being witnessed every other day. The employees are able to be trained on technology and the workforce itself is also able to adopt and integrate the changes into its own management systems. The plan also helps agencies fire and hire employees. This is because it provides an assessment of gaging whether the employees are moldable and adaptable to the new changes and in the case they cannot be able to adopt new changes they are fired and new ones are hired so that agencies do not waste their resources on people who are not adding any value to their institutions.
       
According to the National Academy of Public Administration (2000), the planning guide provides a step by step guide of how agencies can establish their workforce. The agency is supposed to first have a look at the scope of the issue. This would probably mean that the department with a gap is looked at and its need is determined including the relevant ideas for resolving the problem and the time needed to address the challenge. The practicability of the solution is also considered including its effects in the short, medium and long term. The second step would then be putting the identified issue in context with the agencies goals and plans to determine whether it is affecting the whole agency or just a part. After this the resolutions are determined and what is needed to actualize the idea is identified including the whether it needs an improvisation or a new idea in general.

The demand and the supply chain is then considered to ensure they balance. The gaps are identified in terms of resources needed, skills and titles needed to be refilled. The priority on the order of importance is then laid and the solutions are actualized in consideration of their importance so that first things are addressed first.
The weakest point of the guide is on its retention strategies. The guide encourages retention of employees who will need to be developed and trained and equipped with the relevant skills with time. According to Armstrong and Taylor (2014), this is a costly venture and it’s also time consuming and could impact negatively on employees’ competencies. It would be easier to hire new employees with the relevant expertise and skills rather than having to inculcate new skills into old employees. The guide also considers using its old employees to fill up gaps that develop with time. This is risky as the employees in different departments might not have the relevant skills to manage the other departments they have not been working in previously. These gaps in different departments would better be filled by new expertise rather than improvising as this would cause the organizations a lot especially in the event that the gap fillers are short of skills and knowledge.

The other weakness of the guide is the fact that it does not clearly elaborate the importance of having all the employees give their views in the decision making journey. The guide only sees the importance of the managers and executives supporting solutions that are intended to be actualized but does not see the importance of having the opinions of the employees whether they would support the ideas or they would reject them and what the consequences of the employees’ buying in or rejecting the proposed solutions would imply for the organization.
The Differences in the Approaches of This Guide from the Common Ones and Comparison
 
The approaches in the guide are not any different from those taught in class. This is because in class we are taught that in the planning process, it is important to do a SWOT Analysis. This means that we will be able to understand the strengths, weaknesses, opportunities and threats to what we would want to do. In this guide the emphasis on prioritization of the problems and solutions so that only those with the greatest benefits to the maximum number of people in the shortest time possible and with the least cost possible are implemented (David, 2001). In class we are also taught to divide the solutions into workable phases. That is, those that we can achieve in the short term, medium term and those we will only achieve in the long term.
      
The guide in the videos also emphasizes the need for cooperation in handling of challenges. The same in this guide the need for synchronized energy in resolving the challenges experienced, is highly considered. In the Bechet book as well, the importance of employees’ involvement in the company’s decision making processes is considered very relevant.  Employee motivation is also encouraged in the Bechet book which is not considered in this workforce plan.
       
In some incidences, this guide is better than the one discussed in class, that in the videos and that in the Bechet book. For example, this guide divides the scopes into a narrow scope and a broad scope (Bratton & Gold, 2017).This division is very important as it helps people have the future vision of what will happen as they design solutions to the problems that they are facing. This division is also a better way to make decision as both scopes are considered and the one with the greatest value is worked on. This guide also considers the need to look at employees’ competencies and developing them to suit the organizational vision and mission.
          
In this guide’s failure to advice on ways of motivating employees, it becomes worse than the ones we are already familiar with. In advising that old employees should be retained as opposed to hiring new expertise and having employees fill up opportunities that appear along the management journey, the guide fails. This guide cannot therefore be the most effective when used alone and thus for the best results to be attained, all the guides should be looked into and then the strengths of each be ridden on.

The Draw Backs of This Guide and How I Would Improve It
The guide falls short in advising the retention of old employees and picking of employees from other departments to fill up vacancies in other departments which they might not necessarily be having enough knowledge on. It also fails as it does not consider the involvement of employees in the decision making strategies and does fully leverage on technology. The guide still advices people to hire more employees while it should be encouraging agencies to automate their systems so as to reduce the number of employees that have to be hired.
I would improve the guide by explaining the importance of using technologies in companies and agencies as a way of making work easier and more efficient while at the same time reducing the personnel needed to perform different tasks. I would also advise that once there are new skills that are needed in a company or agency, new experts with these skills should be brought in instead of trying to teach the old employees’ new skills as this will only be very expensive and might not be as efficient. It is also important to keep changing the management of institutions so as to improve the performance of these agencies.

Employee motivation and involvement in decision making is also a very important factor to consider while developing a strategic workforce plan. Gone are the days when executives would make decisions and impose them on their employees. Currently every stakeholder, despite the role they play is important in the decision making structure and their opinions must be heard and incorporated into the final plan for the best results to be attained.
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