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1. Introduction & Background

The company delivers complex, multi-year government programs that require rapid staffing and
resource alignment across thousands of technical, operational, and administrative
professionals. This process today is highly manual: employee skills are stored in disparate HR
systems, résumé databases, and SharePoint documents; staffing managers rely on human
memory and siloed knowledge; resource allocation is slow, inconsistent, and often misaligned
with project needs.

The organization needs a centralized, Al-driven workforce optimization platform that
automatically evaluates employee skills, experience, certifications, past performance, and
availability, then matches the right people to the right projects. The platform should integrate
with existing HRIS, ATS, LMS, and project portfolio systems and continuously learn from project
outcomes to improve match quality over time.

Business Context:

Annual revenue impact from staffing delays: $15-25M in lost productivity

Current staffing cycle time: 3-4 weeks for critical roles

Bench utilization: 62% (38% idle capacity represents $40M+ in underutilized resources)
Win rate impact: Staffing plan quality influences 30% of RFP evaluation scores

2. Problem Statement

Current workforce allocation challenges include:

1. Resource assignment is slower than necessary and manually coordinated across
multiple business units.



2. Employee skills are not searchable or standardized, resulting in mismatches and
inefficiencies.

3. Project requirements lack structure, making it difficult to evaluate which employees best
fit upcoming roles.

4. Recruiters and project managers work in silos without a unified view of the workforce.

5. High-value employees sit idle or become over-utilized due to poor visibility into
enterprise-wide needs.

6. Government programs require rapid staffing during RFPs, expansions, and surge
events, yet staffing speed remains inconsistent.

An intelligent, self-improving workforce optimization engine is required to strengthen staffing
precision, reduce bench time, and increase win rates for new government contracts.

3. Product Vision Statement

Create an Al-powered workforce intelligence platform that automates skill assessment,
employee—project matching, and staffing recommendations, continuously learning from project
outcomes to maximize workforce value and accelerate program success.

Vision in one sentence:
A self-optimizing talent engine that identifies the best people for every project using precision
skill mapping and continuously improving Al.

4. Goals & Success Metrics

Goals

1. Automate 70-90% of resource matching for new and upcoming projects.

2. Reduce staffing cycle times from weeks to days (or hours).

3. Improve project fit scores: higher-quality assignments based on skills, experience, past
performance, and role complexity.

4. Decrease bench time by surfacing opportunities matched to employees' backgrounds
and interests.

5. Create an enterprise-wide skills taxonomy usable across programs and HR systems.

6. Fulfill requlatory compliance requirements related to

Success Metrics (Quantified)

Metric Baseline | Target (Year 1) Measurement Method




Staffing Cycle Time 21 days 3-5 days (80% Time from requisition to assignment
(avg) reduction) confirmation

Automated Match 0% 75%+ % of positions filled via Al

Rate recommendations without manual
override

Match Quality Score N/A 85%+ accuracy | Manager satisfaction rating + project
performance correlation

Bench Utilization 62% 85%+ % of workforce actively billable

Skill Profile 35% 95%+ % of employees with verified,

Completeness comprehensive skill profiles

Time-to-Fill for 28 days 7 days (75% Days from req open to accepted offer

Critical Roles reduction)

Project Performance | Baseline [+15% Project success metrics for

Improvement Al-staffed vs. manually-staffed
projects

Annual Cost Savings | N/A $12-18M Reduced bench time + faster staffing
+ improved project outcomes

RFP Win Rate Baseline | +10 percentage | Win rate for proposals with

Improvement points Al-optimized staffing plans

5. Technical Architecture

5.1 Multi-Model Al Foundation

The platform leverages a multi-model approach optimized for different workforce intelligence

tasks:




Component Primary Model Rationale

Skill Extraction GPT-4 Turbo Superior structured extraction, high

(Résumés/Docs) accuracy on entity recognition

Semantic Matching Claude Sonnet 4 Excellent at nuanced comparison, handles

Engine complex multi-factor matching logic

Requirements Parsing GPT-4 Turbo Strong at extracting structured data from

(RFPs/SOWs) unstructured documents

Predictive Analytics Custom XGBoost + | Specialized models for time-series
LightGBM forecasting (staffing demand)

Embeddings (Semantic text-embedding-3-la | High-quality vector representations for
Search) rge skill/experience matching

Continuous Learning Claude Opus 4 Synthesizes feedback patterns, identifies
improvement opportunities

Model Orchestration: LangGraph for complex multi-step workflows with human-in-the-loop
checkpoints.

5.2 RAG Architecture for Skills Intelligence

Purpose: Ground Al matching decisions in enterprise knowledge: historical project data,
performance reviews, skill taxonomies, and domain expertise.

Components:

1. Vector Database: Pinecone (enterprise tier, SOC 2 Type Il compliant)

Employee skill profiles (10K+ employees)
Historical project staffing records (5 years of data)
Job description templates and role requirements
Performance review summaries
Training/certification records

o O O O O



2. Knowledge Sources:

o O O O

HRIS Data: Employee demographics, tenure, department, clearance level

ATS Data: Historical interview feedback, offer acceptance patterns

LMS Data: Completed certifications, training courses, skill assessments

Project Management Systems: Assignment history, project outcomes, utilization
rates

Performance Reviews: Structured feedback, manager ratings, peer assessments
Document Repositories: SharePoint résumés, project artifacts, technical
documentation

3. Embedding Strategy:

Chunk size: 256 tokens for structured data, 512 tokens for unstructured
documents

Metadata: employee ID, skill category, proficiency level, recency, source system
Hybrid search: Vector similarity + keyword matching + metadata filtering
Re-ranking: Cohere Rerank for precision in top-10 results

4. Retrieval Flow:

o O O O O

Project manager inputs role requirements — System embeds requirements
Retrieve top 50 candidates via semantic similarity

Filter by hard constraints (clearance, location, availability)

Re-rank by performance history, project fit, skill recency

Present top 10 candidates with explainable match scores

5.3 System Architecture

*SEE ARCHITECTURE DIAGRAMS LINKED TO JIRA # HRS-1407

5.4 Infrastructure & Deployment

e Cloud Provider: AWS GovCloud (for government contract compliance)
Deployment: Kubernetes (EKS) with auto-scaling
Security:

o

O

o

o

FIPS 140-2 compliant encryption

Network isolation (VPC with private subnets)
WAF and DDosS protection

Regular penetration testing

Availability: 99.9% uptime SLA, multi-region DR
e Data Residency: US-based data centers only (government contract requirement)



6. Data Strategy & Model Training

6.1 Training Data Sources
Initial Dataset:

10,000+ employee profiles (5 years of historical data)
3,000+ project assignments with outcomes

2,000+ role descriptions and requirements

15,000+ performance reviews

12,000+ training/certification records

Data Quality Requirements:

e Minimum 80% profile completeness for training set
e Performance data labeled by project managers (success/struggle)
e Skill verification through LMS certifications where available

6.2 Skills Taxonomy Development
Approach: Hybrid Al + human curation

1. Al-Generated Taxonomy:

o Extract 5,000+ unique skills from historical data

o Use clustering algorithms to group related skills

o Identify skill hierarchies (e.g., "Python" — "Programming" — "Technical Skills")
2. Human Validation:

o HR and domain experts review and standardize
o Map to O*NET and industry standard taxonomies
o Define proficiency levels (1-5 scale)

3. Continuous Updates:

o Quarterly review of emerging skills
o Al identifies new skill mentions in project requirements
o Governance committee approves additions

Target Taxonomy Size: 800-1,200 standardized skills across technical, operational, and soft skill
categories

6.3 Model Training & Continuous Learning



Initial Training:

Supervised learning on historical match outcomes
Features: skill overlap, experience years, clearance match, location proximity,
performance ratings, availability

e Label: Project success (manager rating 4+ out of 5)

Continuous Learning Pipeline:

Collect manager feedback on Al recommendations (accept/reject + rating)
Track project outcomes for Al-staffed positions

Weekly model retraining with new feedback data

A/B test model versions on 10% of traffic

Promote winning models to production monthly
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Performance Monitoring:

e Match acceptance rate: 75%+ target
e Project success rate: 15%+ improvement vs. baseline
e Drift detection: Alert if acceptance rate drops >10%

6.4 Data Privacy & Governance
Employee Data Handling:

Consent: Employees opt-in to profile visibility and Al matching
Transparency: Employees can view their Al-generated skill profiles
Correction: Employees can edit/verify skills and experience

Data Minimization: Only staffing-relevant data used (no health, financial info)

Compliance:

e GDPR-compliant (for international employees)
e EEOC compliance: No use of protected characteristics in matching logic
e Regular bias audits (see Section 8.3)

Retention:

e Active employee data: Retained while employed
e Historical assignments: 7 years (record retention requirement)
e Audit logs: 3 years minimum

7. Key Features & Requirements



7.1 Al-Generated Skills & Experience Profiles

Description: Automatically constructs standardized employee profiles using résumés, HRIS
data, project histories, and LMS certifications.

Requirements:

e R1: NLP extraction of skills, roles, tools, certifications, and experience years.
o Acceptance Criteria: Extract skills with 90%+ precision; automatically map to
standardized taxonomy; flag ambiguous skills for human review

e R2: Normalize skills into a unified taxonomy (technical, operational, managerial).
o Acceptance Criteria: Map 95%+ of extracted skills to enterprise taxonomy;
maintain consistency across 10K+ employee profiles

e R3: Auto-update profiles based on new project work, certificates, and performance
reviews.
o Acceptance Criteria: Ingest new data within 24 hours; trigger profile refresh; notify
employee of updates

e R4: Allow employees to verify and edit Al-generated profiles.
o Acceptance Criteria: Self-service portal with edit capabilities; changes reflected in
<1 hour; audit trail of all modifications

e R5: Profile completeness scoring and gap identification.
o Acceptance Criteria: Calculate completeness % (target: 95%); suggest missing
information; gamify profile completion

7.2 Project Requirements Intelligence

Description: Extracts and normalizes skill, role, clearance, and experience requirements from
RFPs, SOWs, project charters, and manager inputs.

Requirements:

e R6: Parse documents (PDFs, Word, Jira/ADO stories, contract language) to generate
structured staffing requirements.
o Acceptance Criteria: Extract requirements from 20+ document types; structure
into role profiles with 85%+ accuracy; processing time <2 min per document

e R7: Standardize requirements against enterprise skill taxonomy.



o Acceptance Criteria: Map extracted requirements to taxonomy; flag non-standard
skills; suggest closest matches

e R8: Highlight skill gaps within the existing workforce.
o Acceptance Criteria: Compare project needs to employee inventory; identify
shortfalls by skill/quantity; recommend training or external hiring

e R9: Natural language interface for requirement input.
o Acceptance Criteria: Managers can describe needs conversationally; Al structures
requirements; 80%+ of managers prefer NL over forms

7.3 Al Workforce Matching Engine

Description: Computes a multi-dimensional match score between employees and project
needs.

Requirements:

e R10: Match employees based on skills, experience, certifications, availability, clearance
level, performance history, and geographic/location preferences.
o Acceptance Criteria: Multi-factor scoring algorithm; weighted by role criticality;
explainable match scores (show why each candidate was selected)

e R11: Weight factors dynamically (e.g., experience more important for senior roles,
certifications for compliance-driven roles).
o Acceptance Criteria: Role-specific weighting profiles; ML-optimized weights based
on historical success; manual override capability

e R12: Provide ranked lists of best-fit candidates for each role.
o Acceptance Criteria: Return top 10 candidates within 30 seconds; include match
score (0-100), availability date, and key differentiators

e R13: Support bulk matching for large-scale staffing events (e.g., 50—500 FTE ramp-ups).
o Acceptance Criteria: Process 500+ roles in <10 minutes; optimize for team
composition (complementary skills); export staffing plan

e R14: Team composition optimization.
o Acceptance Criteria: For multi-person teams, optimize for skill diversity,
experience balance, and collaboration history; minimize conflicts based on past
team performance

7.4 Continuous Learning & Optimization Layer



Description: Improves over time using real project outcomes, manager feedback, and
performance data.

Requirements:

e R15: Learn from which assignments succeeded or struggled, updating future match
weights.
o Acceptance Criteria: Collect outcome data for 100% of placements; retrain
models weekly; demonstrate 5%+ improvement in match quality per quarter

e R16: Recommend training paths for employees to fill enterprise skill gaps.
o Acceptance Criteria: Identify top 10 skill shortages; suggest relevant courses
from LMS; track completion and skill acquisition

e R17: Predict future staffing shortfalls (e.g., cloud engineers) based on historical demand.
o Acceptance Criteria: 90-day demand forecast by skill category; accuracy within
115%,; alert talent acquisition 60 days in advance

e R18: Feedback collection from managers and employees.
o Acceptance Criteria: Post-assignment survey (5-question max); 70%+ response
rate; sentiment analysis on open-ended feedback

7.5 Workforce Insights & Dashboards

Description: Offers enterprise-wide visibility into skills, staffing needs, and talent distribution.
Requirements:

e R19: Skill inventory heatmaps across programs and business units.
o Acceptance Criteria: Visual heatmap showing skill concentration; filterable by BU,
location, clearance; exportable reports

e R20: Workforce availability and capacity planning dashboard.
o Acceptance Criteria: Real-time view of available FTEs; utilization trends; projected
capacity vs. pipeline demand

e R21: Bench management insights with recommended project matches.
o Acceptance Criteria: Identify idle employees; auto-suggest open roles matching

their skills; track bench-to-billable conversion rate

e R22: Predictive analytics for hiring needs.



o Acceptance Criteria: Forecast hiring needs by quarter; recommend skill
prioritization; integrate with talent acquisition planning

e R23: Executive dashboard with KPlIs.
o Acceptance Criteria: High-level metrics (utilization, cycle time, match quality);
drill-down capability; automated weekly reports to leadership

7.6 System Integrations
Requirements:

e R24: Integrate with HRIS (Workday/PeopleSoft), ATS, LMS, project management tools,
and identity systems.
o Acceptance Criteria: Bi-directional sync for employee data; real-time availability
updates; single sign-on (SS0O) via SAML 2.0

e R25: Provide API-first architecture for internal applications to query skill/match data.
o Acceptance Criteria: RESTful and GraphQL APIs; comprehensive documentation;
rate limiting (1000 req/min per client); 99.5%+ uptime

e R26: Role-based access control and audit logs for compliance.
o Acceptance Criteria: Granular permissions (view/edit/approve); all data access
logged with user ID and timestamp; queryable audit trail

e R27: Integration with collaboration tools (Slack, Teams).
o Acceptance Criteria: Slack bot for quick searches; Teams notifications for new
matches; conversational Al for status queries

7.7 User Interface Requirements

e R28: Role-specific dashboards (staffing managers, employees, executives).
o Acceptance Criteria: Personalized views; minimal clicks to key actions; <2 second
load times

e R29: Mobile-responsive design for on-the-go access.
o Acceptance Criteria: Full functionality on i0OS/Android; native app feel; offline
mode for key features

e R30: Explainable Al: Show why each candidate was recommended.
o Acceptance Criteria: Match score breakdown by factor; visual comparison to

requirements; "Why not this person?" explanations

e R31: Bulk actions and workflow automation.



o Acceptance Criteria: Multi-select candidates; one-click assignment requests;
approval workflows with email notifications

8. Responsible Al & Governance

8.1 Al Guardrails
Purpose: Prevent harmful or biased outputs, ensure compliance with employment law.
Implementation:

1. Protected Characteristic Filtering:

o System does NOT use age, gender, race, religion, disability status in matching
logic
o Regular audits to ensure no proxy discrimination (e.g., graduation year as age

proxy)
o EEOC-compliant algorithm design

2. Fairness Constraints:

o Equal opportunity matching: Ensure historically underrepresented groups receive
proportional recommendations
Monitor for disparate impact (4/5ths rule)
Quarterly fairness audits by external consultant

3. Output Validation:
o Human review required for matches <60% confidence
o Flag assignments that deviate significantly from historical patterns

o Escalation workflow for sensitive roles (executive, security-critical)

8.2 Bias Detection & Mitigation

Monitoring Framework:

Bias Type Detection Method Mitigation Strategy Review
Frequency




reviews

performance

Gender Bias Compare match rates by Re-weight factors if disparity Monthly
gender for similar skill >10%; blind certain profile
profiles fields
Age Bias Analyze if older employees | Ensure experience valued Quarterly
get fewer recommendations | appropriately; remove
graduation dates from inputs
Geographic Check if certain locations Balance location weighting; Quarterly
Bias under-served account for remote work
options
Performance | Verify past ratings don't Time-decay function for older | Monthly
Bias over-penalize recent poor reviews; emphasize recent

Audit Requirements:

e Independent third-party bias audit annually
e Internal Al ethics committee review quarterly
e Employee appeal process for match decisions

8.3 Transparency & Explainability

Employee Transparency:

e Employees can view their Al-generated profiles
e "Why was | not selected?" explanations available
e Clear documentation of how matching algorithm works (non-technical summary)

Manager Transparency:

e Match scores include factor-by-factor breakdown
e Ability to see alternate candidates and why they scored lower
e Override capability with required justification

Regulatory Transparency:

e Algorithm documentation for regulatory review (EEOC, OFCCP)
e Maintain model cards for all Al components
e Explainability reports generated on-demand




8.4 Human-in-the-Loop Requirements

Mandatory Human Review:

All matches reviewed by staffing manager before assignment
Critical roles (executive, security-sensitive) require VP approval
New employee placements (first 6 months) have 30-day check-ins

Override Process:

Managers can override Al recommendations with documented reason
Overrides tracked and analyzed for model improvement
Patterns of consistent overrides trigger model recalibration

8.5 Data Governance

Governance Committee:

Membership: CHRO, Legal, IT Security, Al Product Lead, Employee Representative
Meets quarterly to review: taxonomy updates, fairness metrics, privacy compliance
Approval authority for: new data sources, algorithm changes, policy updates

Change Management:

All algorithm updates versioned and documented
Impact assessments required for changes affecting >5% of matches
Rollback capability for problematic updates

9. Compliance & Regulatory Requirements

9.1 Employment Law Compliance

Equal Employment Opportunity (EEO):

Requirement: Algorithm must not discriminate based on protected characteristics
Implementation: Remove protected attributes from inputs; conduct adverse impact
analysis

Validation: Annual EEOC compliance audit by external law firm

Office of Federal Contract Compliance Programs (OFCCP):

Requirement: Federal contractors must demonstrate non-discriminatory hiring/staffing
Implementation: Maintain detailed audit logs; ability to produce algorithm
documentation



e Validation: Affirmative action plan integration; regular self-audits
Americans with Disabilities Act (ADA):

Requirement: Reasonable accommodations must be considered
Implementation: Flag when disability accommodation history exists; do not penalize for
past accommodations

e Validation: Annual review of accommodation requests vs. match rates

9.2 Data Privacy & Security Compliance
Federal Information Security Management Act (FISMA):

Requirement: Government contractors must secure federal information
Implementation: FIPS 140-2 encryption; continuous monitoring; annual FISMA
assessment

e Validation: Annual Authority to Operate (ATO) renewal

Health Insurance Portability and Accountability Act (HIPAA):

Requirement: If processing healthcare worker data, protect health information
Implementation: Separate health data from staffing data; Business Associate
Agreement (BAA) with cloud provider

e Validation: Annual HIPAA compliance review

9.3 Industry-Specific Requirements
Healthcare Industry Cybersecurity Practices (HICS):

e Requirement: Level 3 certification for DHHS contractors
e Implementation: Implement 130 security controls; segregate data
e Validation: Third-party HICS assessment

10. User Personas (Expanded)

Primary Persona: Sarah, Resource/Staffing Manager
Demographics:

e 8years in talent management
e Manages staffing for 3 major government programs (500+ FTESs)
e Works 50-55 hour weeks during peak staffing periods

Goals:



Fill requisitions in days, not weeks

Improve quality of hire (reduce early attrition)
Maximize billable utilization across team
Build competitive RFP staffing plans quickly

Pain Points:

Spends 60% of time on manual candidate searches
Lacks visibility into skills across all business units
Relies on personal network (missing hidden talent)
Staffing delays threaten program delivery

How Product Helps:

e Automated candidate matching saves 30+ hours/week
e Enterprise-wide talent visibility reveals previously unknown candidates
e Data-driven recommendations improve match quality

e Faster staffing improves program manager satisfaction

Secondary Persona: Marcus, Project Manager
Demographics:

12 years managing federal IT projects
Currently managing $50M program with 80 FTEs
Frequent scope expansions requiring rapid staffing

Goals:

Get right people onboarded quickly during expansions
Maintain team cohesion and productivity

Meet contractual staffing requirements (skill mix, clearances)
Prepare competitive staffing plans for recompetes

Pain Points:

Staffing delays create schedule risk

Often gets candidates who don't match actual needs

No visibility into why candidates were recommended

Manual staffing plan creation for proposals (dozens of hours)

How Product Helps:

e Rapid candidate recommendations during surge events
e Explainable match scores build trust



e Skill gap analysis helps with training planning
e Automated staffing plan generation for RFPs

Tertiary Persona: Lisa, Employee (Senior Cloud Architect)
Demographics:

15 years in IT, 8 years with company
Currently 30% billable (on bench)
Interested in emerging technologies (Al/ML)

Goals:
e Find projects that match her skills and interests
e Develop new capabilities (upskilling)
e Maximize billable utilization (bonus tied to utilization)
e Gain visibility to leadership for career advancement

Pain Points:
e No visibility into available opportunities
e Bench time creates career stagnation
e Skills not recognized if not in formal résumé
e Mismatched to projects that don't leverage expertise

How Product Helps:

Proactive notifications about matching opportunities
Al identifies transferable skills from project history
Recommended training to fill skill gaps for target roles
Increased billability through better matches

11. User Stories & Workflows

User Story 1: Rapid Staffing for Program Expansion

As a staffing manager,
I want to quickly find 20 qualified candidates for a program expansion
So that | can meet the client's 2-week mobilization deadline.

Workflow:

1. Sarah receives expansion request: 20 FTEs needed (10 cloud engineers, 5 data analysts,
5 project coordinators)



Opens Al Copilot, selects "Bulk Staffing Request"
Uploads SOW with role descriptions (PDF, 45 pages)
Al extracts structured requirements for all 20 roles in 90 seconds
System displays skill gaps: need 3 external hires (specialized Al/ML skills not in
workforce)
6. For 17 internal roles, Al presents ranked candidates:
o Top 5 per role with match scores (85-95%)
o Availability dates (accounting for current commitments)
o Visual skill match breakdown
7. Sarah reviews top candidates, sees one has conflict (already assigned)
8. Clicks "Show next candidates" for that role
9. Selects 17 candidates, clicks "Request Assignments"
10. Automated notifications sent to employees and their managers
11. Employees accept assignments through mobile app
12. Total time: 2 hours (vs. 2-3 weeks manually)
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Acceptance Criteria:

Bulk upload supports 50+ roles at once

Al extracts requirements with 90%+ accuracy
Candidate recommendations available in <5 minutes
Assignment workflow tracks approvals and availability
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User Story 2: Employee Self-Service Career Planning

As an employee on the bench,
| want to see opportunities that match my skills and interests
So that | can get back to billable work and develop my career.

Workflow:

1. Lisalogs into employee portal, sees "You have 3 matching opportunities”
2. Reviews opportunities:

o Cloud Migration Lead (95% match) - starts in 2 weeks

o Al Platform Architect (78% match) - starts in 30 days, requires AWS ML

certification

o Mentor for Junior Developers (85% match) - part-time, immediate start
Clicks on "Al Platform Architect" to see details
System shows: "You're a strong match! Gap: AWS Certified Machine Learning Specialty"
Al recommends: "Complete this 40-hour course to reach 90%+ match"
Lisa enrolls in recommended course through integrated LMS
System notifies staffing manager of Lisa's interest and upskilling plan
Manager tentatively assigns Lisa to project (pending certification)
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9. Lisa completes course in 3 weeks, earns certification
10. System auto-updates her profile, notifies manager
11. Assignment confirmed, Lisa transitions to new project

Acceptance Criteria:

Real-time opportunity matching for all employees

Gap analysis with specific skill/cert recommendations
LMS integration for one-click enrollment

Automated notifications throughout workflow

12. Edge Cases & Limitations

12.1 Known Limitations
Out of Scope (Version 1):

Compensation modeling and offer negotiation

External candidate sourcing (ATS integration for internals only)
International assignments (US-based employees only initially)
Predictive attrition/retention modeling

Technical Limitations:

e Requires minimum 70% profile completeness for accurate matching
e Real-time availability depends on timekeeping system integration
e Cannot account for informal/undocumented skills (until employee adds them)

12.2 Edge Case Handling
No Qualified Internal Candidates:

e System displays "Skill gap: recommend external hire"
e Suggests closest internal matches with required training
e Auto-generates job description for external posting

Conflicting Availability:

e If top candidate already assigned, system recommends negotiation with current PM
e Shows impact analysis (what if candidate reassigned?)
e Escalation workflow for resource conflicts

Clearance Mismatches:



e Hard filter: Never recommend candidates lacking required clearance
e Flag if candidate has clearance in progress (expected completion date)
e Suggest clearance sponsorship for high-value candidates

Performance Concerns:

e If candidate has recent poor performance review, flag for manager review
e Provide context: one-time issue vs. pattern
e Option to exclude from recommendations with documented reason

Rapid Organization Changes:

e If BU reorganization occurs, batch-update reporting structures
e Re-run availability analysis across affected employees
e Alert staffing managers to review active assignments

13. Assumptions & Dependencies

Assumptions

Reliable access to HRIS, ATS, and LMS data is available.

Skill extraction from historical résumés and project artifacts is feasible.

Program managers can provide structured or semi-structured project role requirements.
Data governance approves Al processing of employee skill and performance data.
Employees will engage with profile verification (minimum 70% participation).
Management supports data-driven staffing over relationship-based assignments.

Dependencies
External:

Workday/PeopleSoft API availability and data quality
ATS (Greenhouse/iCIMS) integration support

LMS (Cornerstone/Degreed) API access

OpenAl and Anthropic API stability and rate limits
Pinecone enterprise tier performance

AWS GovCloud infrastructure compliance

Internal:

e HR commitment to skills taxonomy governance
e Legal approval for algorithm use in staffing decisions
e Executive sponsorship for change management



e IT resources for system integrations
e Budget approval for cloud infrastructure costs ($§200K+ annually)
e Pilot program participation (minimum 3 business units, 1,000 employees)

13. User Interface Mockup

Workforce Capacity Planning

Monitor team availability and optimize resource allocation

Total Workforce Available Hours Avg. Utilization Planned Absences
g
78% 12

124 4,280

+8.2% from last period +12.3% from last period +5.1% from last period -3 from last period

All Departments This Month

Overview Team Availability ~ Skills Matrix

Capacity Trends Team Utilization
Available capacity vs. allocated work Current utilization by department
60007

Design: 82% Engineering: 78%

4500
3000
15004
Marketing: 71%
Product: 75%
Week 1 Week 2 Week 3
m Allocated Hours m Available Hours m Design m Engineering m Marketing m Product

14. Risks & Mitigations

Risk: Poor data quality may reduce match accuracy.
Mitigation: Skill verification workflows; continuous model retraining; profile completeness
gamification; data quality dashboards for HR.

Risk: Managers may distrust fully-automated recommendations.
Mitigation: Provide transparent scoring and explainability; ability to override Al suggestions with
documented reason; pilot with Al-friendly managers first.



Risk: Sensitive employee data requires strict protections.
Mitigation: Fine-grained RBAC; compliance-grade encryption (FIPS 140-2); regular security
audits; employee consent workflow; data minimization principles.

Risk: Skill taxonomy may become outdated.
Mitigation: Al-driven updates; quarterly governance committee review; crowdsourced
suggestions from employees; integration with industry taxonomies (O*NET).

Risk: Algorithm may inadvertently discriminate.
Mitigation: Remove protected characteristics from inputs; regular bias audits; fairness
constraints in matching logic; employee appeal process; external fairness review.

Risk: Integration failures disrupt operations.
Mitigation: Graceful degradation (manual input if API unavailable); retry logic with exponential
backoff; comprehensive monitoring and alerts; SLA requirements in vendor contracts.

Risk: Low user adoption undermines ROI.
Mitigation: Comprehensive change management; executive sponsorship; user champions in
each BU; training program; early wins communication; incentives tied to platform usage.

Risk: Regulatory compliance challenges.
Mitigation: Legal review of algorithm design; maintain comprehensive audit logs; ability to
produce compliance reports; external compliance audits; proactive engagement with regulators.

15. Release Plan

Phase 1 (Months 0-3): Foundation
Deliverables:

Skill extraction MVP (résumés, HRIS data)
Employee profile generation (10K employees)
Basic project requirement parser

Simple matching engine (skill overlap + availability)
Admin dashboard for HR

Success Criteria:

e 80%+ profile completeness for pilot group (1,000 employees)
e Skill extraction accuracy 85%+
e Basic matching functional for 50 test assignments

Phase 2 (Months 3-6): Intelligence



Deliverables:

Advanced multi-factor matching (experience, performance, location)
Enterprise skill taxonomy (800+ skills)

Explainable match scores

Workforce insights dashboards

HRIS, ATS, LMS integrations

Manager and employee portals

Success Criteria:

Match acceptance rate 60%+

Staffing cycle time reduced to 10 days (from 21)
500+ profiles completed through platform

All integrations operational

Phase 3 (Months 6-12): Optimization
Deliverables:

Continuous learning engine with feedback loops
Predictive staffing analytics (demand forecasting)
Team composition optimization

Mobile app (i0S/Android)

Slack/Teams integration

Bulk staffing workflows

Success Criteria:

Match acceptance rate 75%+

Staffing cycle time reduced to 5 days

Bench utilization 80%+

5,000+ employees actively using platform
Demonstrate 10%+ improvement in project outcomes

Phase 4 (Months 12-18): Scale & Expansion
Deliverables:

External candidate matching (integration with ATS for external hires)
Advanced analytics (skills gap analysis, hiring forecasts)

Automated RFP staffing plan generation

API marketplace for third-party tools

International expansion (UK, AUS)



Success Criteria:

90%+ of internal staffing automated
$12M+ annual cost savings achieved
RFP win rate improvement demonstrated
Platform scaled to 15,000+ employees

16. Success Measurement & KPIs

Leading Indicators (Operational)

Metric

Profile Completeness

Daily Active Users

Matches
Generated/Week

Match Acceptance Rate

Average Match Score

Current

35% 70%
0 150
0 50
N/A 55%
N/A 75

Lagging Indicators (Business Impact)

Metric

Staffing Cycle Time

Bench Utilization

Project Success Rate
(Al-staffed)

Annual Cost Savings

Current

21 days

62%

Baseline

$0

3-Month Target

90%

400

150

70%

82

6-Month Target

10 days

75%

+8%

$5M

6-Month Target

12-Month Target

95%

800

300

75%

85

12-Month Target

5 days

85%

+15%

$12-18M



Time-to-Fill Critical Roles 28 days 14 days 7 days

Qualitative Metrics

Manager satisfaction with candidate quality (quarterly survey, target: 4+ out of 5)
Employee satisfaction with career opportunities (quarterly survey, target: 4+ out of 5)
Reduction in staffing-related escalations (target: 40% reduction)

RFP evaluator feedback on staffing plan quality (qualitative improvement)

17. Budget & Resource Requirements

Development Costs (Estimated)

Category Phase 1 Phase 2 Phase 3 Total Year
(0-3mo) (3-6mo) (6-12mo) 1
Engineering Team (5 FTEs)  $225K $225K $450K $900K
Product/Design (2 FTESs) $90K $90K $180K $360K
Data Science (3 FTEs) $180K $180K $360K §720K
Integration Specialists (2 S80K S80K $160K $320K
FTEs)
Cloud Infrastructure §25K S40K $80K $145K
LLM API Costs $15K $30K $60K $105K
Third-Party Services $20K $30K S50K $100K
Total $635K $675K $1.34M $2.65M

Ongoing Annual Costs (Year 2+)

Engineering & Maintenance: $600K
Cloud & API Costs: $200K



e Support & Operations: $150K
e Continuous Improvement: $100K
e Total Annual: $1.05M

ROI Analysis

Year 1:

Investment: $2.65M
Estimated Savings: $8-10M (reduced bench time, faster staffing, improved project
outcomes)
e Net Benefit: $5.35-7.35M
ROI: 200-275%

Year 2+:

Annual Cost: $1.05M
Annual Savings: $12-18M
Net Benefit: $10.95-16.95M
ROI: 1,040-1,615%

Appendix A: Technical Specifications

API Specifications
Core Endpoints:

POST /api/v1/match - Generate candidate matches for a role

GET /api/v1/employees/{id}/profile - Retrieve employee skill profile

PUT /api/v1/employees/{id}/profile - Update employee profile

POST /api/v1/projects/requirements - Parse project requirements document
GET /api/v1/analytics/skills-inventory - Get workforce skills snapshot

Authentication: OAuth 2.0 with JWT tokens

Rate Limiting: 1,000 requests/minute per client

Response Format: JSON

Versioning: Semantic versioning with backward compatibility guarantee

Data Models
Employee Profile Schema:

{



"employee_id": "string",
"skills": [
{
"skill_name": "string",
"proficiency": "1-5",
"years_experience": "number”,

"last_used": "date”,

"verified": "boolean"

}
],
"certifications": [...],
"clearance_level": "string",
"availability": "date”,
"location_preferences”: [...],

"performance_rating": "1-5"

Appendix B: Compliance Checklist

[] OFCCP documentation prepared

[ ] FISMA security controls implemented

[ ] Bias audit by external consultant completed

[] Legal review of algorithm and employment practices
[]1 Employee consent mechanism implemented

[ ] Audit log retention policy defined (3+ years)

[] Data breach response plan documented

Document Control:
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