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Introduction 

The workforce planning function is of key importance in the public sector logistics because of its 

direct impact on the effectiveness, reliability and responsiveness of critical public services. Well-

structured human resource allocation is a key prerequisite for public sector logistics systems, 

ranging from postal services to emergency supply chains, public transportation logistics, 

healthcare distribution systems, and municipal delivery systems [1]. Public logistics systems differ 

from private logistics systems, which are frequently profit-oriented and flexible in their approach 

to the market. Private logistics systems are often profit-oriented and adaptable to the market, 

whereas public systems must consider other factors such as efficiency, equity, accessibility, and 
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adherence to regulations [2]. This places more complexity and rigidity on workforce planning in 

the public sector, if and when operational disruptions and/or spikes in demand occur. 

In recent years, public logistic organizations have been under further stress because of growing 

complexity of operations, urbanization, digitalization and volatile demand volumes. Conventional 

workforce planning approaches using historical averages, manual forecasting or rule-based 

scheduling are not able to align with variable workload changes [3]. This is a common challenge 

for public logistics providers, often characterized by staffing shortages during rush periods, 

surpluses during slow times, and suboptimal shift scheduling. Public logistics companies often 

face problems like understaffing during peak seasons, overstaffing during downtimes, inefficient 

shift management, and higher operational expenses [4]. These challenges underscore the need for 

improved and more advanced, data-driven workforce planning. 

To overcome these challenges, machine learning (ML) has become a revolutionary technology for 

developing predictive, adaptive, and scalable workforce planning solutions. One ML technique 

can process a massive amount of structured and unstructured data, detect the hidden pattern and 

produce accurate predictions of the workforce demand [5]. Machine learning can be used in public 

sector logistics to forecast demand surges and smooth out trends, to schedule shifts more 

efficiently, to allocate resources better, and to use data to make better decisions. This change is 

crucial in the era of governments and public institutions switching to digital systems and smart 

infrastructure more and more [6]. 

The main aim of this review is to investigate the use of machine learning models in predictive 

workforce planning of public sector logistics systems. It is intended to review current 

methodologies, learn about the widely used algorithms, assess the performance of these algorithms 

in real-world applications, and explore the pros and cons of ML-driven solutions. The review also 

aims to identify existing gaps in research and future directions for enhancing the productiveness, 

interpretability, and integration in operations. 
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Public Sector Logistics: An overview 

Public sector logistics is the planning, implementation and control of material, information and 

human resource flows in a service system where the government is either the operator or the funder. 

The public sector logistics differs from private logistics networks, which are mostly cost-efficient 

and compete for advantages, because it is service-oriented, equitable, reliable and adheres to 

governmental regulations [7]. The systems are vital to various critical societal functions, including 

the distribution of mail and parcels, public transportation, supply chains for emergency response, 

defense logistics, healthcare distribution systems and disaster relief operations. 

One of its most distinguishing features of public sector logistics is its mission-centricity. Services 

are not catering to specific target groups, but to the needs of the general public. This results in a 

special operating context in which the demand is not always predictable and can be affected by 

external conditions such as population density, seasonal fluctuations, politics, public holidays, 

emergencies etc [8]. In such scenarios as a natural disaster or public health crisis, there might be 

an unexpected surge in demand for medical supplies, food distribution, and/or transport services, 

which will necessitate scaling up and redistributing resources quickly [9]. 

The inflexibility of the organizational system, which is often found in public institutions, is another 

important aspect. Frequently, the rules union agreements and policy constraints determine how the 

workforce is deployed, scheduled and allocated. These regulations provide for equitable and 

responsible treatment, but may restrict flexibility in rapidly adapting workforce numbers to meet 

changing operational needs [10]. This leads to inefficiencies like idle workforce capacity at times 

of low demand and workforce shortages at times of high demand. Budget constraints are also a 

huge issue in public sector logistics systems. Government funding is usually in the form of 

government budgets, which are determined for a set amount of time (often political) and can be 

distributed to a variety of priorities [11]. This makes it difficult for organizations to quickly invest 

in new technologies and/or increase staff capacity. Optimizing the existing workforce is then a 

necessity to ensure that the service level is not degraded while keeping the operation cost down. 
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Besides, these systems deal with a vast number of operations in different places, with different 

types. For example, thousands of workers are required to coordinate delivery and postal services 

in urban and rural areas and these have varying demand and infrastructure requirements. Likewise, 

public healthcare supply chains should guarantee timely delivery of drugs and supplies to hospitals, 

clinics and remote locations, for which the delivery time and accuracy may be critical [12]. 

Public sector logistics is slowly changing as a result of technological transformation. Numerous 

companies are implementing digital platforms, GPS tracking, automated scheduling, and real-time 

data capturing. These advances create large operational databases that can be used to facilitate 

predictive analytics and to improve decision-making [13]. Nevertheless, although all these 

developments, many public logistics systems are still in traditional planning processes and thus, 

face work force inefficiencies. 

In general, public sector logistics is a complex and highly regulated field with logistics efficiency 

considerations having to be balanced with public accountability and service equity. To design more 

sophisticated predictive models of workforce planning, including machine learning-based models, 

it is important to have a good understanding of its structural and operational properties; these 

properties can be used to account for some of the variability, optimize the use of resources, and 

improve the system's overall performance [14]. 

Workforce Planning Fundamentals 

Workforce planning is an organized process of workforce analysis, forecasting and management; 

aimed at ensuring the right number of people with the right skills is in place at the right time to run 

an organization. Staff planning is particularly crucial in the public sector logistics industry, given 

that it is vital for maintaining service continuity and ensuring operational efficiency. Public sector 

workforce planning has to consider regulatory requirements, equity in service delivery, budget 

considerations, and market competition in addition to the latter [15]. 
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Figure 1. Integrated Framework of Workforce Planning in Public Sector Logistics 

The conventional workforce planning methods are largely dependent on the analysis of historical 

data, management experience and pre-defined scheduling rules. Simple trend analysis, average 

workload estimates and manual forecasting of staffing requirements are some of the methods 

commonly used. In some cases, a logistics manager's decision on staffing levels may be based on 

the average amount of parcels handled during the last month or year [15]. However, in systems 

with high variability and uncertainty, such methods may not be enough in terms of planning in 

public logistics systems. 

Demand forecasting is one of the fundamental elements of workforce planning. This includes 

forecasting the volume of service required on a set time to determine the number of staff required. 

Demand can be seen in relation to logistics operations as the number of parcels, requests for 
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delivery, transportation schedules, or service calls [16]. The importance of accurate forecasting is 

that even small inaccuracies can result in huge inefficiencies and mistakes, such as overstaffing 

which will lead to a higher operating cost and understaffing that will lead to poor service and slow 

down operations. 

Capacity planning is another critical factor that involves assessing if the existing staff can handle 

the expected demand. This includes assessing employee availability, skill distribution, shift 

patterns and productivity. The challenge of capacity planning can be even more complex in public 

sector logistics due to employment structures that are fixed, unionized contracts and less flexibility 

in hiring or firing [17]. Thus, organizations should not scale out quickly, but they need to optimize 

their staff distribution at the workplace. 

Workforce scheduling is also a critical part of workforce planning. It involves efficient allocation 

of human resources for different time periods and working activities, ensuring compliance with 

labor laws and regulations and promoting the health and safety of workers. Logistics performance 

can be negatively affected by poor scheduling, as this can result in fatigue, loss of productivity and 

absenteeism. Proper scheduling must take operational needs, human factors (rest periods, 

workload fairness, skill matching, etc.) into consideration [18]. 

Although workforce planning is very important, there are some limitations in conventional 

workforce planning methods. They tend to believe that growth will be the same as it has been in 

the past, but that may not be the case in a dynamic environment where unusual events like weather, 

policy shifts, and public emergencies can alter the trajectory of sales [19]. In addition, the manual 

planning processes are time-consuming, and prone to human error, which makes them less 

appropriate for large-scale logistics systems and their complex operations network. 

Key performance indicators (KPIs) are used to evaluate the effectiveness of workforce planning 

strategies. Labor utilization, service delivery time, overtime hours, absenteeism rates, and cost per 

service unit are some common KPIs. Most of the above metrics, however, are looked at on a post-

hoc basis and not in real time as a basis for decision making, thereby restricting proactivity in 

workforce allocation [20]. Workforce planning fundamentals are the building blocks for a well-
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staffed and well-managed logistics operation. Traditional methods, however, are not sufficient to 

address the challenges, particularly in the field of forecasting, where more sophisticated data-

driven solutions, like machine learning, can provide increased accuracy and precision, and also 

improve responsiveness and enable more adaptive workforce management in public sector 

logistics systems [21]. 

Machine learning for workforce planning 

In logistics, especially within a public sector context, where data is abundant and decisions are 

complex, machine learning (ML) has proven to be a game-changer in workforce planning. In 

essence, machine learning is a collection of computational techniques that allows systems to learn 

from past data and make predictions or decisions without needing to be explicitly programmed for 

each scenario [22]. This capability enables organizations to shift from rule-based, static workforce 

planning to predictive and adaptive workforce planning processes. 

The first step in using machine learning for workforce planning is understanding that logistics 

systems continuously change when it comes to labor demand. Oscillates depending on time, place, 

service type, external factors and operating restrictions. These nonlinear relationships are not easily 

captured with traditional forecasting methods [23]. However, ML models have the ability to handle 

vast amounts of data and uncover complex relationships between variables like delivery volumes, 

weather conditions, seasonal patterns, public holidays, staffing needs, and more. This allows for 

more precise prediction of the need for human resources [24]. 

The machine learning techniques used in workforce planning can be broadly classified into three 

types—supervised learning, unsupervised learning, and reinforcement learning—and each of these 

methods can be used for a different purpose. The most common method is supervised learning, in 

which models are trained on labeled, historical data to make predictions [25]. For instance, if the 

workload of a logistics operation has historically been known to follow a certain pattern, the 

number of employees needed for the operation can be predicted using a regression model or 

decision trees. Such models are especially useful when the dependent variables are continuous, 

like the demand volume or the number of people on staff [26]. 
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Figure 2. Distribution of ML Approaches Used in Logistics Workforce Optimization 

The unsupervised learning, which is the other emphasis, is aimed at discovering hidden structures 

in unlabeled data. Clustering algorithms can be used for clustering similar work shifts, employee 

performance patterns or operational regions in workforce planning. This allows managers to better 

understand the underlying workforce behavior and to better segment workforce resources. For 

example, clustering can highlight areas of high demand or high operating periods that demand 

more staffing attention [27]. Machine learning offers a robust toolset for leveraging workforce 

planning within public sector logistics systems, offering a range of benefits such as improved 

predictive accuracy, optimized resource utilization, and the ability to make adaptive decisions [28]. 

Data Sources and Feature Engineering 

The data sources and feature engineering are the pillars of any machine learning system for 

predictive workforce planning, particularly in the public sector logistics industry. Data quality and 



Shaikh.2026 

  

30 | P a g e  

    

 

 

 Global Journal of Multidisciplinary Sciences and Arts 
 

ISSN: 3078-2724 Volume 3: Issue 1 

diversity are crucial for the reliability and accuracy of predictive models, as is its relevance. Data 

for workforce planning usually comes from several operational, HR and external environmental 

systems, each providing different insights into the nature of both workforce demand and supply 

[29]. 

One of the main sources of data is internal data related to labor. This encompasses details of 

employees' attendance, shifts, overtime records, leave applications, productivity, and skill 

inventories. Attendance and scheduling data can be used to determine the patterns of workforce 

availability and productivity indicators can be used to determine the efficiency of employees and 

their capacity to manage workload. In the public sector logistics, there are specific tasks that need 

specialized training, such as the handling of hazardous materials, and emergency response 

logistics, and skill inventories are essential in such a context [30]. 

Another key source is operational logistics data. This encompasses parcel volumes, delivery routes, 

transportation schedules, warehouse activity logs and frequencies of service requests. For postal 

and delivery operations, for instance, parcel inflows can be used to provide an approximation of 

the number of employees required for sorting centers and delivery routes, based on daily or hourly 

information [31]. In the healthcare logistics sector, for instance, the knowledge of how medical 

supplies are being distributed and the hospital demand cycles can be used to predict the needs for 

manpower in distribution centers and transport teams [32]. 

The benefits of using external data sources are that they greatly improve the predictive accuracy 

as they are able to capture the factors affecting demand variability. These can be weather, public 

holidays, seasonal trends, population movements, traffic and major public events. For example, 

during catastrophic events, demand for emergency logistics services might surge, or during 

holidays, there may be more deliveries of parcels [33]. Factors from outside the business can help 

machine learning models to more accurately predict sudden changes in the number of employees 

needed. 

After data collection, feature engineering is an important part of converting the raw data into 

valuable inputs for the machine learning models. Feature engineering consists of feature selection, 
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transformation, and creation to enhance the model. In workforce planning, this can involve 

combining hourly data into daily or weekly trends, building lagged variables from the data to 

account for historical dependencies, or computing rolling averages to remove noise from spikes 

and dips in the data [34]. 

Time-based features are more crucial in the logistic work force prediction. Cyclical demand 

patterns are captured, such as with the features of day of the week, month, season, and public 

holiday indicators. For instance, the logistics activity at weekends or at the end of each month may 

be higher consistently and more staff members are needed. Likewise, seasonal attributes can be 

used to explain seasonal fluctuations, such as higher demand in holidays [35]. Another important 

aspect of feature engineering is encoding categorical variables. The factors such as job title, zones 

of the location, or shift types need to be mapped in a numeric format so that the machine learning 

algorithms can process. This is typically done using one-hot encoding or label encoding [36]. 

When incorporating variables of different units and magnitudes, normalisation and scaling are also 

crucial pre-processing steps. For example, when integrating the data of the employees' number 

with the data of the volume of deliveries, they need to be scaled correctly so that the model is not 

biased towards larger numbers. Feature Selection techniques are used for identifying the most 

relevant features and discarding redundant or noisy data [37]. Techniques like correlation analysis, 

mutual information or feature importance scores from a model can enhance model efficiency and 

decrease computational complexity. Data sources and feature engineering are crucial components 

of predictive workforce planning systems [38]. Well-designed features with high quality can help 

machine learning models understand the complex relationships found in public sector logistics, 

which in turn will help in forecasting, staffing and effective use of resources. 

Knowledge-driven Workforce Planning for Planning in the Age of "Big Data" 

When applying machine learning techniques to predictive workforce planning for public sector 

logistics, there are several variations and types of statistical, algorithmic and deep learning models. 

The advantages of each type of model depend on the type of data, the time period of the forecast, 

and the complexity of the factors involved with the workforce [39]. The key purpose of these 
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models is to precisely forecast the number of workers required for each given scenario and 

determine the appropriate staff count for different situations to ensure efficient delivery in a variety 

of operational conditions [40]. 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 3. Data-to-Decision Workflow for Workforce Demand Forecasting in Public Sector 

Logistics 

Regression based models are among the most widely-used types of categories. For workforce 

prediction, baseline models are commonly used, including linear regression and its regularized 

variants (Ridge regression and Lasso regression). The models set up a linear connection between 

the input features (such as delivery volume, previous staffing levels, etc.) and the output variable 

(usually workforce demand), which is a value that reflects the seasonality of the delivery [41]. 
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Simple and interpretable, regression models might be less suitable for complex logistics contexts 

where nonlinearities exist. 

Tree based models are popularly used because of the presence of nonlinearities and interactions 

between variables. Decision Trees enable a simple mechanism to analyse the impact of various 

factors on workforce needs. They can, however, suffer from over-fitting if they are used in 

isolation. In order to mitigate this, ensembled models like Random Forest, Gradient Boosting 

Machines (GBM) (e.g. XGBoost and LightGBM) are frequently used [42]. These models are 

ensembles of multiple decision trees that make predictions to enhance predictive accuracy and 

robustness. They are especially well suited to simulating complex relationships, such as demand 

patterns, manpower availability and external factors like weather or public events in public sector 

logistics [43]. 

Recently, Deep Learning (DL) has received much attention in that respect because it has the 

potential to model very complex and non-linear relationships. RNNs, particularly LSTM networks, 

are commonly applied to the task of forecasting sequential data, which is used in workforce 

planning. LSTMs can capture long-term temporal relationships in time-series data and thus can be 

applied to forecast workforce requirements from long-term historical trends [44]. Moreover, 

hybrid models, such as hybrid CNN-RNN models, are being studied to achieve high accuracy. 

Machine learning models offer a wide range of tools for predictive workforce planning in public 

sector logistics. These techniques, along with regression, tree-based methods, time series analysis, 

and deep learning, can be valuable tools for organizations to better predict workforce needs, 

optimize schedules, and boost overall operational efficiency [45]. 

Model Evaluation and Performance Metrics 

Model evaluation is an essential part of predictive workforce planning that helps to assess the 

performance of a machine learning model in a real-life public sector logistics scenario. No 

sophisticated model is going to be of much use if it can't predict workforce demand consistently, 

or if the errors result in inefficient staffing decisions. Evaluation thus helps ensure accurate models 

that are stable, generalizable and appropriate for deployment in operations [46]. 
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Evaluation, in the context of workforce planning applications, generally refers to comparing the 

workforce requirement with the values that were observed. Most performance metrics used for 

workforce prediction are of a regression type because they are continuous results as opposed to 

classification, with examples including the number of staff members needed, workload volume 

and shift demand [47]. These include Mean Absolute Error (MAE) which measures absolute error 

between prediction and actual data, and is easily understood in operational terms in units of 

operational staff. For instance, if an MAE of 5 is obtained, the model predicts employees' salary 

by an average of 5 dollars per employee [48]. 

Another more significant measurement is the Root Mean Squared Error (RMSE) which punishes 

bigger errors more harshly than MAE. This is especially useful in logistics, e.g. for the public 

sector where large prediction errors can result in huge operational issues, such as significant 

understaffing during peaks in the system. RMSE allows decision makers to appreciate the worst 

case scenario and evaluate the reliability of the model when it comes to high demand variability 

[49]. Another popular measure is the Mean Absolute Percentage Error (MAPE), particularly when 

comparing a performance between different logistics units or at different times. It represents errors 

as percentages for easier understanding in the relative forecasting accuracy. In the case of logistics 

periods with low demand, however, MAPE can be unstable by having actual values very small 

[50]. 

Cross validation methods are also important to guarantee the robustness of the models in addition 

to the error-based measures. Frequently used is k-fold cross-validation, in which the set of data is 

split into k subsets, and the model is trained and tested several times, each time using a different 

subset? This will help to avoid over fitting and make the model consistent on various parts of the 

data set. Cross validation is often used in time-dependent workforce data where it is preferred to 

maintain the temporal order and to prevent data leakage [51]. 

In public sector workforce planning, interpretability is one of the key dimensions to evaluate a 

model, in addition to accuracy. Sometimes decision makers need explanations as to why a model 

is predicting certain staffing needs. As a result, metrics that consider feature importance and 

explainability, such as the SHAP (Shapley Additive Explanations) value, become more and more 
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important for interpreting the model behavior [52]. These tools aid in determining which factors—

namely delivery volume, weather, and seasonal effects—have the greatest impact on workforce 

forecasts. 

A vital aspect of evaluation is operational performance test. This includes conducting simulations 

of deployments in realistic situations to evaluate the model's utility for decision making within 

realistic constraints. For example, one model could be assessed on the savings in overtime costs, 

fewer understaffing occurrences, or greater efficiency of shift allocation [53]. Fairness and bias 

shall also be taken into account in the evaluation in public sector logistics. A model should not 

tend to discriminate against or support specific areas of the country, specific groups of employees 

or specific service areas. Then, bias detection metrics and fairness audits have become more 

common in evaluations [54]. The machine learning systems used for workforce planning are 

accurate, reliable, interpretable, and effective in practice. This is crucial to establish trust in 

predictive systems and to make them successfully implementable in the public sector logistics 

system [54]. 

Applications in Public Sector Logistics 

In the public sector logistics, where efficiency, reliability, and fair service provision are crucial, 

machine learning–based predictive workforce planning has numerous practical applications. In 

public logistics systems, intelligent workforce optimization is a key need due to the changing 

nature of the demand, limited budgets, and regulatory monitoring. Using predictive models, 

businesses can optimize their human resource allocation to match the demand for services, 

minimize unnecessary delays, and enhance the overall quality of their services [55]. 

A key use is in optimizing staffing for transport and delivery operations. The postal services, city 

delivery networks, and transport services provided by the state have to deal with a high volume of 

daily operations and fluctuating demand. Machine learning models can predict the workload 

intensity by analysing the past delivery data, seasonal patterns and external factors like weather or 

public events [56]. Managers can ensure they have the right number of personnel on hand for 
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sorting centers, delivery routes, and transportation hubs by making these predictions, helping to 

avoid understaffing or overstaffing. 

Another important application is shift scheduling. These factors include rotating shifts in the public 

sector, which require labor regulations, union contracts, and fairness policies to be adhered to in 

scheduling. Historical shift performance, employee availability and workload forecasts can all be 

used in the machine learning models to create optimized schedules [57]. This benefits the 

workforce balance, cuts overtime expenses and enhances employee satisfaction. Advanced 

scheduling systems can also adapt to real-time changes in demand and schedule staff accordingly, 

ensuring uninterrupted service [58]. 

In places where the workforce requirements fluctuate often, scaling up or down according to 

demand is especially crucial. For example, during festive periods, postal services may be 

overwhelmed by unusual demand, or during a natural disaster or public health emergency, there 

might be an unexpected surge in logistics needs. Machine learning models can identify early 

warning signs of demand spikes and provide predictive recommendations of workforce scaling 

[59]. This will allow extra staff to be in place ready to go, reducing service delays and bottlenecks. 

Predictive workforce planning is a key part of logistics in emergency response, helping to deploy 

resources quickly and efficiently. In disaster scenarios, like floods, earthquakes or pandemics, 

public logistics systems need to be able to mobilize people for distributing supplies, moving them 

and coordinating their actions [60]. With time-critical situations, machine learning models can be 

used to estimate affected areas, resource needs, and to optimize the allocation of the workforce. 

This increases the responsiveness and resilience of public services systems [61]. 

Predictive workforce planning is used in warehouse and inventory management, too. In the public 

sector, logistics can include large storage and distribution centers which need to be staffed 

efficiently to sort, pack, and ship products. Machine learning models can predict the traffic of 

warehouses and plan more suitable workers. This ensures operations go smoothly and delays in 

supply chain processes are averted [62]. 
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Challenges and Limitations 

While the potential benefits of machine learning-based predictive workforce planning for public 

sector logistics are substantial, the following challenges and limitations make a broad-scale 

implementation and impact difficult. The difficulties are related to technical, organizational, 

operational and contextual factors which are especially relevant in public sector settings where 

accountability, transparency and budget constraints are significant issues [63]. 

Data quality and availability is one of the main problems. Large amounts of accurate, consistent, 

and well-structured data are crucial for machine learning models. In many public sector logistics 

systems, however, data can be spread across different departments, housed in legacy data systems 

or captured on paper. Missing values, inconsistent format, duplication and out of date records can 

have a tremendous impact on model performance [64]. Also, the infrastructure used to gather real-

time data can be limited, which can hinder the ability to receive up-to-date information for dynamic 

workforce forecasting. 

Another great challenge is to integrate machine learning systems with legacy infrastructure. The 

public sector is grappling with a variety of IT systems that lack the capabilities needed for 

advanced analytics and AI-based decision-making. The adoption of modern machine learning 

models with such systems can be technically challenging, expensive, and time-consuming. 

Sometimes, systems don't talk to each other, which makes it hard to create a common workforce 

planning model [65]. 

Issues of bias and fairness also pose great challenges. It is possible for machine learning models to 

unwittingly learn and reinforce biases in historic data. The model may, for example, perpetuate 

subjective decisions in the past allocation of the workforce or unequal allocations of resources 

[66]. Public sector logistics have to deal with these biases, which may result in unfair allocation of 

staff across different regions or employee groups, with ethical and legal implications. Fairness and 

equity in predictive modelling is thus a key requirement [67]. 

Another major drawback is the lack of interpretability in models. Many of the more sophisticated 

machine learning technologies, especially deep learning models, are “black boxes” that are hard 



Shaikh.2026 

  

38 | P a g e  

    

 

 

 Global Journal of Multidisciplinary Sciences and Arts 
 

ISSN: 3078-2724 Volume 3: Issue 1 

for decision makers to understand how they are making predictions. Transparency is critical for 

public sector as decisions in terms of the workforce have to be explained to stakeholders, auditors 

and regulators. When a system isn't interpretable, it can decrease trust in the system and restrain 

its use [68]. 

There are also constraining issues of computing and infrastructures. Training complex machine 

learning models requires significant computational resources, including high-performance 

processors and storage systems. Efficient systems may not be available in many public sector 

organizations with limited budgets and infrastructures. Further, there is a need for skilled personnel 

to maintain and update models, and these may not be available in government agencies [69]. 

Another significant limitation of the strategy is organizational resistance to change. Traditional 

practices in public institutions have been to manage workforce planning by manual procedures and 

expert judgment. Employees and managers might be resistant to the introduction of machine 

learning–based systems, because they do not know how to make decisions based on data, or 

because they fear being replaced. The cultural barrier can hinder adoption and implementation 

[70]. 

Data privacy and security issues add to deployment complexities. Our workers' data may 

incorporate delicate personal information like staff member attendance, performance records, 

scheduling details, etc. Compliance with data protection policies and the safe handling of data is a 

critical requirement, particularly within government environments, where data breaches could 

have significant consequences [71]. External factors like political decisions, emergencies, or even 

sudden policy changes can be dynamic and unpredictable, restricting the predictive capabilities of 

machine learning models. Models can be useful for understanding history, but they might not 

adjust rapidly to unexpected events. 

In conclusion, these challenges underscore the transformative potential of machine learning in 

public sector logistics workforce planning, yet the key takeaway is that its successful adoption 

hinges on robust data governance, seamless systems integration, ethical considerations, robust 

infrastructure, and organizational readiness [72]. 



Shaikh.2026 

  

39 | P a g e  

    

 

 

 Global Journal of Multidisciplinary Sciences and Arts 
 

ISSN: 3078-2724 Volume 3: Issue 1 

Ethical, Legal and Policy considerations 

Ethical, legal, and policy issues are a key component in the effective implementation of machine 

learning models in predictive workforce planning for public sector logistics. Therefore, the design 

and implementation of these systems must reflect a high level of fairness, accountability, 

transparency and adherence to regulations, as they impact human resource allocation, working 

conditions, and service delivery results [73]. Public sector systems have extra responsibilities 

because they are for citizens and trustworthy to serve them. 

Protection of privacy is one of the most significant ethical issues. Workforce planning systems 

make use of a great deal of information about employees, like attendance records, performance 

reviews, shift records, and even location tracking at times. This information is valuable and needs 

to be processed according to data protection legislation and institutional policies [74]. Lack of 

privacy or lack of trust by employees can be caused by unauthorized access, misuse or lack of 

good data governance. Thus, anonymization and encryption as well as proper access limitations 

are crucial protective measures for machine learning-based systems employed in workforce 

prediction [75]. 

The question of algorithmic fairness is another great ethical challenge. It is possible for machine-

learning models to inadvertently be trained on workplace data that includes biases. If, for instance, 

certain areas of the country, particular occupations or demographic groups were under resourced 

or irregularly scheduled in the past, the model may carry on those trends [76]. This bias could 

manifest as imbalanced workloads, differing shifts or coverage in public sector logistics. To make 

sure that the data is balanced, biases in the data have to be identified, and model results have to be 

monitored to ensure that they do not lead to discriminatory outcomes [77]. 

Transparency and explainability are also important requirements. The decisions driven by the 

machine learning models in public sector organizations are accountable to citizens, auditors and 

governments, so they should be comprehensible and explainable. Black-box models, particularly 

deep learning models, can present difficulties in this area [78]. Consequently, methods like feature 

importance analysis and SHAP (Shapley Additive Explanations) are becoming more common to 
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elucidate how predictions are derived. This assists decision makers in identifying factors that affect 

decisions on workforce allocation. 

Compliance with labor laws, employment regulations and data protection frameworks is crucial 

from a legal standpoint. Rules on working hours, limits on overtime, employee rights and union 

agreements must be taken into account in workforce planning systems. Many public sector 

applications have a labor policy that tightly regulates the operation of the automated system [79]. 

Moreover, adherence to national and international data protection laws ensures that employee data 

is managed securely and used appropriately. 

Future Directions 

Machine learning–based predictive workforce planning in the public sector logistics landscape can 

be expected to continue to grow at a rapid pace, as AI, data infrastructure and digital governance 

continue to advance. Workforce planning systems are becoming more and more dynamic from 

predictive models to ones that are adaptive, intelligent, real time and supportive of making 

decisions [80]. The advancements are geared towards increasing efficiency, resilience, and 

responsiveness in complex logistics settings. 

An important future trend is the creation of artificial intelligence-based automated workforce 

planning solutions. These systems will no longer just predict the workforce demand, but will 

actually make the best recommendations or decisions for staffing, using machine learning models 

to provide real-time optimizations. These kinds of systems will combine predictive analytics and 

optimization algorithms that will dynamically assign workers to tasks, based on constantly 

changing operational variables. 

One more major improvement is real-time adaptive scheduling. As more and more data is 

accessible in real-time from IoT devices, GPS tracking systems, and digital workforce 

management solutions, future models will be able to make real-time adjustments to staffing plans 

[81]. For instance, if a sudden surge of parcels requires suddenly a greater number of people to be 

working in one region, the system could automatically respond by recommending the reallocation 
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of personnel or extension of shifts. This responsiveness will greatly enhance the effectiveness of 

public logistics services [82]. 

Machine learning will be another key factor as it is integrated with Internet of Things (IoT) 

technologies. Logistics infrastructures with embedded IoT technologies, like smart warehouses, 

delivery vehicles, and tracking systems, will constantly produce real-time data. This information, 

paired with machine learning models, will help to predict and optimise working teams at a micro 

level, for example at individual routes or sections of a warehouse, with very high accuracy [83]. 

An exciting trajectory is the development of explainable artificial intelligence (XAI). The greater 

complexity of machine learning models will make transparency and interpretability even more 

important. The next generation of systems will likely include more sophisticated XAI capabilities 

that will enable humans to easily understand workforce forecasts and suggestions [84]. This will 

help to build trust and adoption within public sector organisations where accountability is a key 

element. Hybrid modelling approaches will also become more relevant. Future Workforce 

Planning systems could integrate statistical models, machine learning algorithms, and domain-

specific rule-based systems to achieve more accurate and reliable predictions [85]. These hybrid 

systems can offer a combination of predictive capabilities and regulatory and operational 

requirements, which is well suited for public sector applications. 

Furthermore, digital twins within logistics workforce planning is a relatively new concept. A 

digital twin is a virtual representation of a logistic system that replicates the physical system's 

performance in real life. Machines learning models can be embedded in digital twins to simulate 

various workforce scenarios, assess policy shifts and design staffing policies before putting them 

into practice in the real world [84]. A second trend is sustainability and energy-efficient human 

resource planning. Future models could include factors affecting the environment, such as 

minimizing carbon emissions via more efficient routes and staff utilisation. It is consistent with 

the general objective of the government's development policy and green logistics [85]. 

Ethical AI governance and policy standardization will be emphasized. Governments will create 

more robust regulatory measures to guarantee fair, transparent and accountable machine learning 
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integration into public workforce planning. The future of machine learning in public sector 

logistics workforce planning is promising, with the potential to create more intelligent, efficient, 

and integrated systems that will continue to shape the industry's operations and decision-making 

processes [86]. 

Conclusion 

The use of machine learning in predictive workforce planning for public sector logistics is a major 

development for managing human resources in complex, dynamic settings in the public sector. As 

it becomes apparent in the discussions presented in this review, traditional workforce planning 

approaches remain in use but are also becoming less effective to meet the challenges of logistics 

operations being more variable, large, and unpredictable. The volatility of demand, seasonal 

change, emergency needs, and inflexible institutional and other limitations underscore the need for 

more intelligent and adaptive planning systems. 

Machine learning provides a robust solution that facilitates forecasting and optimizing workforce 

allocation based on data. In the context of captured logistics data, various types of models can be 

utilized, offering different capacities for grasping linear and nonlinear relationships, such as 

regression techniques, tree-based ensembles, models for time series forecasting, and deep learning 

approaches. These models help accurately predict workforce needs, improve scheduling and shift 

allocation decisions, and aid in resource distribution planning. Furthermore, hybrid and ensemble 

methods give a further boost to robustness by leveraging the advantages of several algorithms. 

However, these models are highly dependent on the quality of data and feature engineering process. 

There is a huge amount of heterogeneous data in the public sector logistics systems, generated by 

records of the workforce, operational systems, and external environment. To ensure that machine 

learning models can identify meaningful patterns, proper preprocessing, feature selection, and 

feature transformation are critical. Predictive performance is greatly enhanced by time based 

features, external variables (weather and holidays) and operational features. 

Other factors such as evaluation metrics and validation techniques are equally important to model 

reliability. Various error metrics like MAE, RMSE, and MAPE as well as cross validation 
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techniques are used to evaluate accuracy and generalization ability. Concurrently, interpretability 

tools such as SHAP enable the user to comprehend and trust the model output, especially for public 

sector applications, where accountability and transparency are expected. 

However, there are a number of problems. Adoption may be slowed by data quality concerns, 

system integration, concerns with bias, concerns with interpretability, infrastructure related 

limitations, and organizational resistance. But deployment introduces another layer of complexity 

due to ethical, legal, and policy decisions that must be addressed by workforce planning systems, 

such as workplace fairness, employee privacy, and labor law compliance. These challenges 

highlight the need to carefully design and govern machine learning solutions as opposed to 

implement them on their own. 

The future of public sector logistics workforce planning looks promising, with a trend toward 

greater intelligence and automation. New technologies in real-time analytics, IoT integration, 

explainable AI, digital twins, and hybrid modeling will help to create more responsive and adaptive 

systems. The innovations will enable public organizations to move from a reactive to proactive 

and even autonomous decision-making framework that will enhance efficiency and service quality. 

Machine learning offers significant potential for revolutionizing workforce planning in the public 

sector logistics industry, enhancing forecasting accuracy, optimizing resource use, and aiding in 

decision-making based on data. But, its implementation would rely and balance the technology 

innovation with ethical responsibility, regulatory compliance, and organizational readiness. 
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