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 Marita Lintener examines why building the workforce 
of the future starts with decisions made today
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against booming tech industries. The challenges 

for many ANSPs to recruit the next generation of 

suitable ATCO candidates are global, although there 

are regional variations to the size of this challenge. 

While aviation’s traditional appeal as a di�erentiator 

is narrowing, space and advanced air mobility (AAM) 

provide opportunities to attract new candidates. The 

workload impact of these technologies still remains to 

be seen.

Each transition is manageable in isolation. Running 

all four concurrently is where organisations face high 

risk of failure and change management becomes 

crucial.

AI as an e�ciency augmentor, not a 
sta�ng shortcut 
Digitalisation, automation and AI are increasing 

productivity in ATM systems and have long been 

on the priority list of technology transformation. 

The rise of AI has already unlocked many e�ciency 

S
ta�ng in air tra�c management (ATM) is a 

crucial success factor for delivering a safe and 

e�cient service. Almost every ATM organisation 

around the globe is managing the same convergence 

today: retiring ATM specialists while transferring 

organisational knowledge; onboarding a new 

generation of talent with di�erent career expectations; 

and integrating artificial intelligence (AI) and machine 

learning for e�ciency gains without creating safety or 

accountability gaps. 

Defence organisations carry a fourth transition: 

sta�ng the unprecedented growth in defence 

workforce demand - from research and development 

to production and operational deployment, 

encompassing dual-use space, naval aviation and the 

drone sector. 

Simultaneous disruption
Across the sector, companies responsible for air 

tra�c management compete for qualified candidates 
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improvements. With respect to ATCO training, there is 

clear evidence that productivity gains are progressing 

rapidly with the implementation of AI and machine 

learning. For ATCO operational tasks, deployment 

is slower and determined by safety regulation, 

certifications and legal accountability. The jury is  

still out as to the full impact on ATCO sta�ng as air 

tra�c grows globally and retirement waves  

accelerate across many countries. When does this 

come to a head? In one decade? In two? Regional 

di�erences will not detract from the overriding global 

trends, as ATCO mobility could increase with new 

ATM systems.

Beyond the operations room, the debate on 

ANSP cost e�ciency is reaching a new level with AI 

implementation. The ATM sector should anticipate 

when AI begins to impact the level of hiring - or 

prompts the first reductions - in support functions and 

non-operational units of ANSPs. This dimension is not 

yet in active discussion within the ATM stakeholder 

community.

Technical transformation requires sta� 
transformation
ATM organisations that align their ATM modernisation 

and AI deployment with proactive workforce 

strategies will outperform those that do not. The four 

parallel transformations are the strategic framework 

each ANSP is managing today and can be further 

disrupted by local scenarios and geopolitical 

uprisings. 

All the more reason for ANSP leadership teams 

to be proactive in their workforce policies. Change 

management processes become essential. With the 

(often unpleasant) truth, that investment in change 

management must sit in the same budget cycle as 

investment in ATM systems - not deferred to the next 

cycle.

My question for every 

leadership team is not whether 

they are aware of the challenges 

— it is whether they are 

already in their proactive 

change management 

process to build the 

workforce of the 

future.

–  

1  Lead the transition - do not administer it: 

Operational continuity and organisational 

transformation run in parallel; retraining and 

workforce development must be addressed 

alongside systems procurement.

2 Treat organisational knowledge as a  

strategic asset:  

Knowledge transfer - to both the human workforce 

and AI systems - is a governance priority as 

experienced professionals retire and the talent 

pool is highly competitive.

3  Embrace civil-military talent pipelines:  

In the short to mid-term, the military sector will 

fish from the civil pond because the need for sta� 

in defence is exponentially increasing. Attracting 

the future ATM workforce ideally requires 

coordinated management across civil and defence 

- common credential frameworks, inter-sector 

mobility, within an often-shared infrastructure. 

Security clearances will be an additional constraint 

in the geopolitical context for companies with an 

international workforce.

4 Prepare for competition: Each organisation 

seeks to hire the best-in-class sta� to  

succeed in e�ciency and safe operations. This 

will still be the case when AI is disrupting the 

workplace.

5 Build AI deployment into workforce strategy: 

Competency frameworks, role redesign, 

reskilling and development pathways must 

be defined and anticipated before technology 

deployment.

6 Collaboration is essential - engage 

stakeholders as co-designers of change:  

Management, sta� organisations and  

regulators must jointly address certification, 

safety, liability, governance, Just Culture and re-

skilling.

MY SIX RECOMMENDATIONS

Technological 

transformation 

requires staff 

transformation and 

change management
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