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Strategic Planning
The success of an organization is a combination of various strategies that ensure all the efforts of the organization are directed to the achievement of its set goals and objectives (Kemp, 2018). More so, the success of the organization should be consistent throughout its financial years. Therefore, to meet the organization's ultimate success, it employs a strategic plan. In this case, strategic planning involves creating specific strategies, implementing them, and conducting an evaluation of the implemented strategic plan about the organization's goals and objectives, both long term and mid-term (Kemp, 2018). For an organization to achieve strategic planning, various approaches are used to analyze its goals, desired outcomes, and measuring the progress within the identified timelines. Excellent examples of these approaches include SWOT analysis, PESTEL analysis, among others.
Strategic Planning Approach
The most used approach to strategic planning in the initial stages of the development of a strategic plan is the SWOT analysis. This approach is an acronym for strengths, weaknesses, opportunities, and threats, and it analyzes factors of an organization both internally and externally (Gürel & Tat, 2017). Once the analysis is conducted, the organization understands where it needs to make improvements within the organization and the specific external factors that create opportunities or are a threat to the organization (Abdel-Basset, Mohamed, & Smarandache, 2018). In this case, the main focus will be on the internal factors under the SWOT analysis, specifically under the strengths, and weaknesses. 
Strengths in SWOT analysis involve the organization’s competitive advantage in the industry or market; for instance, its services or products may be of high quality (Abdel-Basset, Mohamed, & Smarandache, 2018). On the other hand, weaknesses in SWOT analysis involve the shortcomings of the organization concerning the market. Moreover, weaknesses may be associated with the organization’s culture of conducting functions. For instance, the agency allows for specific management levels to partake in the formulation of a strategic plan. This is a significant weakness since only a part of the agency contributes to the identification of the organization’s both the internal and external influences (Gürel & Tat, 2017). Therefore, one of the strategies would be to address the participation and inclusivity issues and provide mitigation measures to solve the problems. 
Different levels of management in an organization face different challenges and situations (Kundu et al., 2019). Therefore, when seeking measures and strategies to ensure that the organization thrives in all sectors; all individuals should be involved to understand the specific challenges and shortcomings clearly. Failure to do so influences the organization’s culture of quality negatively. For instance, in this case, decision making is only left to executive level management. Thus, the quality of the agency’s services is based on the culture that only high-level management makes the decisions. As a result, the quality of the end product may not be of the perceived high quality since only a part of the agency is involved in the formulation of strategies to improve the quality of services (Kundu et al., 2019). Moreover, the organization’s culture of excellence is negatively influenced since it is limited to the judgment of a few selected individuals instead of being diverse and incorporating the views of all management levels.
Recommendations
Inclusivity in a company is vital to the achievement of its success and growth. Based on research, the inclusivity of all levels of management in an organization allows for the workforce to direct its emotions, commit their time and energy towards the advancement of the organization's initiatives (Kpakol, Obiora, & Jaja, 2016). However, to achieve inclusivity, various changes are required to be implemented, more so, in the process of conducting activities in an organization, that is the culture. Besides, lack of workforce participation in an organization results in lost productivity, which costs the organization extra finances leading to losses. 
One primary recommendation is redefining the roles of the executive level of management's roles through adding one more function, which is to enforce engagement of the rest of the workforce (Kundu et al., 2019). This can be achieved through another recommendation, which involves the alteration of the culture of the organization. More so, it will include the incorporation of accountability and trust in the culture of the organization. Therefore, the managers oversee the achievement of the specific roles assigned to the particular employees, and in case of any failure, they get to interact and understand the reasons behind the failures (Kemp, 2018). As a result, through this engagement, the rest of the workforce airs any challenges faced, provides suggestions for achieving their specific roles better, and are updated on any changes in their respective positions. Therefore, in the long run, inclusivity is achieved, and at the same time, the workforce feels more involved in the organization's decision-making.
Traditionally, the philosophy of quality was primarily based on the emphasis on data-driven decision making by incorporating the customer focus, employee empowerment, and continuous improvement (Kpakol, Obiora & Jaja, 2016). Through the adoption of workforce participation in identifying problems and seeking mitigation measures will positively influence the philosophy of quality. More so, since there will be an additional consideration when it comes to achieving the goals and objectives. Besides, the ideas behind quality will also change from the organizational cultural level in the organization. Therefore, in the future, the agency will consider workforce participation in assessing its challenges and the development of mitigation challenges. As a result, productivity will increase, which will influence the organization's cash flows through efficiency.
Process to have the recommendations considered
Since the strategic planning session in the agency is planned to occur in about two months, that provides an opportunity to put across the mentioned recommendations before the holding of the meeting. The initial stage of the process to have my ideas considered is by understanding my position in the agency, including my specific roles to avoid any conflicts. Once that is defined, then I proceed to identify the opportunity through which I can get an audience with executive level management without overstepping my defined roles. 
As the quality director in middle management, it is my role to monitor the overall quality in middle management, including the workforce quality of performance and also the quality of services provided (Kundu et al., 2019). Therefore, this also offers a chance to provide reports on the quality assessment in the middle management, because I answer to the executive management on issues associated with the performance of my roles in the agency. Additionally, my position offers the opportunity to act as the bridge between the low-level and the top-level management, specifically on quality-related matters. Therefore, it is apparent that within my position in the agency, I can communicate some of the recommendations to the executive level management.
Furthermore, understanding the boundaries to my influence in the organization provides the grounds to act. Therefore, the next step is to take advantage of my ground. For instance, since I provide reports on the quality assessment of middle-level management, I get the opportunity to have an audience with the top-level management. Therefore, in the process of carrying out my duties, I establish a concern regarding the improvement of the quality of workforce performance and quality of services. The matter is then based on encouraging participation of the rest of the workforce through the three levels of management, including the middle-level and the low-level management levels. 
However, putting across the recommendations is not enough to get them considered by the agency's decision-makers. Therefore, I outline some of the benefits of the engagement and inclusion of the whole agency's workforce in problem assessment of problems and the formulation of mitigation measures. One of the significant benefits is efficiency in the company's spending, which is achieved through increased productivity (Kpakol, Obiora, & Jaja, 2016). Once all the organizations' positions are involved in the decision-making process, the empowerment given increases the overall morale; as a result, they gain increased job satisfaction, which then implicates in the quality of services provided by the agency. Another significant benefit is that the agency taps into some of the underlying internal resources made available by the human resource (Kundu et al., 2019). Therefore, instead of sourcing outside resources related to some of the internal challenges, human resources highly experienced and skilled in their specific positions provide the needed opinions. In the long run, the agency saves time and money by using these resources. 
In conclusion, strategic planning is essential in any organization, irrespective of its magnitude. Moreover, to establish an effective plan, there is the need to adopt the appropriate strategic planning tool. In this case, SWOT analysis is the most applicable since it aids in addressing the internal environment, including the strengths and weaknesses. As identified, lack of inclusion of the other part of the workforce is one of the identified vulnerabilities which should be addressed in the agency. Through adequate analysis, the weakness is converted to a strength that allows the company to utilize its internal resources, which results in efficiency in the agency's operations, including its culture.
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