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1.0 [bookmark: _Toc193282258]Introduction

The proposed implementation plan for enhancing the inclusion and empowerment of females in leadership roles in the mechanical engineering sector translates proposed strategies into implementations of initiatives and actions. Females continue to remain underrepresented in the mechanical engineering sector (Ngene and Ezeora, 2024). This implementation plan targets the reduction of exclusion and enhanced participation, thus allowing females in the sector to challenge for leadership positions. By applying engagement programs, increasing the visibility of female role models, and provisioning initiatives of mentorship, this plan is based on developing tangible and sustainable change in the mechanical engineering sector by increasing female leaders.
1.1 [bookmark: _Toc193282259]Scope of the Implementation Plan

· Address barriers to female participation in mechanical engineering.
· Implement initiatives targeting recruitment, mentorship, and leadership development.
· Develop a culture of inclusivity and diversity within the industry.
1.2 [bookmark: _Toc193282260]Deliverables of Implementation Plan

Table 1 Deliverables
	Deliverable
	Description

	Early STEM Engagement
	Workshops introducing girls to engineering concepts.

	Role Model Campaigns
	Highlighting successful women in engineering.

	Proactive Recruitment
	Partnering with institutions to recruit female talent.

	Mentorship Programs
	Providing guidance through professional societies.

	Corporate Inclusion
	Developing workplace diversity policies.

	Educational Support
	Scholarships and inclusive university programs.

	Team Integration
	Promoting gender-diverse teams.

	Impact Awareness
	Showcasing societal benefits of engineering.



[bookmark: _Toc121814276][bookmark: _Toc187094630][bookmark: _Toc193282261]2.0 Rationale

The number of women who have risen to lead organisations in the mechanical engineering industry is still limited. In the mechanical engineering sectors, female CEOs occupy 23% of the available top executive roles. At higher levels of leadership, this representation decreases further: While women represent 25% of managers, 25% of senior managers, 23% of vice presidents, and only 21% of senior vice presidents (Evans, 2024). For instance, mechanical engineering has only 8.5% of employees as females; thus, women’s participation in leadership positions can barely be imagined. The proportion of women managers has also increased very slightly, from 11.2% in 2010 to 15.0% in 2021 (Engineering, 2024). This gap of female leaders in the mechanical engineering sector signifies the need to ensure the implementation of specialised measures and actions to encourage women to take leadership positions in mechanical engineering.
[bookmark: _Toc121814277][bookmark: _Toc187094631][bookmark: _Toc193282262]2.1 Aim and Objectives

The proposed implementation plan aims to surge the representation of females in leadership roles within the mechanical engineering sector by enhancing inclusion, mentorship, and visibility.
· Increase the recruitment of women into mechanical engineering roles.
· Launch mentorship and sponsorship programs to support the career advancement of women in mechanical engineering.
· Improve the visibility of female role models in the field to inspire and attract more women to leadership positions.
· Ensure a more inclusive workplace culture in mechanical engineering firms, aiming for an increase in gender diversity at all organisational levels. 
[bookmark: _Toc121814278][bookmark: _Toc187094632][bookmark: _Toc193282263]3.0 Action Plan
[bookmark: _Toc187094633][bookmark: _Toc193282264]3.1 Stakeholder Analysis

Table 2 Stakeholder Matrix
	Stakeholder
	Power
	Interest
	Position in Matrix
	Role in the Plan

	Government and Policy Makers
	High
	High
	Key Players
	Develop policies and incentives to support inclusion.

	Engineering Firms and Employers
	High
	High
	Key Players
	Implement diversity initiatives and support programs.

	Professional Societies (e.g., SWE)
	Medium
	High
	Keep Satisfied
	Provide mentorship, training, and networking.

	Educational Institutions
	Medium
	High
	Keep Satisfied
	Promote STEM education and encourage female students.

	Media and Advocacy Groups
	Low
	High
	Keep Informed
	Highlight success stories and raise awareness.



Stakeholder engagement is crucial for the implementation process to endorse women leaders in the mechanical engineering sector. The first important stakeholders are the government and policymakers, who exert high power and have a high interest in the industry. As per Shaukat et al. (2022), their capacity to set up regulations, develop funding schemes and differentiate programmes makes them strategic enablers. Using employment and service provider policies to support diversity means that long-term systematic changes in the industry will be feasible.
Engineering firms are as important stakeholders as employers as they are responsible for the direct application of workplace diversity policies, leadership and professional development, as well as talent acquisition strategies to enhance female leadership roles. According to Lehtinen and Aaltonen (2020) this can only be achieved with the cooperation of employees in the organisation so that the environment for women to grow to leadership positions is cultivated. Society of Women Engineers (SWE) is an example of a sociotechnical professional organisation that is found to exercise medium power but high interest (Kijima et al., 2021). They only provide support through providing a form of sponsorship such as coaching and training activities for females in the mechanical engineering sector. 
Another important stakeholder is educational institutions, which hold medium power and high interest. Their impact lies in nurturing the generation of female engineers by boosting interest in mechanical engineering fields and offering scholarships as well as required resources to females (Bahadorestani et al., 2020). Thus, working with these institutions provides greater confidence that women with potential shall freely join the sector. Lastly, media and advocacy groups are other important stakeholder with low power and high interest (Shaukat et al., 2022). Their crucial role in creating awareness and stressing success stories is important for shifting perceptions of societies and stirring more females to chase careers in the mechanical engineering sector. 
[bookmark: _Toc121814279][bookmark: _Toc187094634][bookmark: _Toc193282265][bookmark: _Toc121814280][bookmark: _Toc187094635]3.2 Time Plan

Table 3 Time Plan
	Activity
	Start Date
	End Date
	Responsible Person(s)

	1. Establish a project steering committee
	01-Feb-25
	15-Feb-25
	Project Manager, Govt Representatives

	2. Secure funding and resources
	16-Feb-25
	28-Feb-25
	Govt Rep, Project Manager

	3. Develop a mentorship program framework
	01-Mar-25
	31-Mar-25
	SWE Rep, Project Manager

	4. Identify and train mentors
	01-Apr-25
	30-Apr-25
	Trainers, SWE Representatives

	5. Launch early STEM engagement initiatives
	15-Apr-25
	15-Oct-25
	Educator, Institution Representatives

	6. Collaborate with media for awareness
	01-May-25
	30-May-25
	Media Group, Advocacy Representatives

	7. Recruit female candidates proactively
	01-Jun-25
	30-Nov-25
	Employer HR, SWE Representatives

	8. Implement diversity policies in firms
	01-Jul-25
	31-Dec-25
	Employers, Govt Representatives

	9. Conduct workshops on gender equity
	01-Jul-25
	30-Sep-25
	Trainers, Project Manager

	10. Create visibility for female role models
	01-Aug-25
	31-Oct-25
	Media Group, Advocacy Representatives

	11. Launch a mentorship program
	01-Oct-25
	31-Dec-25
	SWE Rep, Mentors

	12. Monitor STEM participation rates
	01-Jan-26
	31-Dec-26
	Institution Trainers

	13. Evaluate mentorship program effectiveness
	01-Jan-26
	31-Dec-26
	Project Manager, SWE Representatives

	14. Publish success stories
	01-Feb-26
	31-May-26
	Media Group, SWE Representatives

	15. Develop KPIs for diversity initiatives
	01-Apr-26
	30-Jun-26
	Project Manager, Employers

	16. Create industry guidelines on inclusivity
	01-May-26
	31-Aug-26
	Govt, Employers

	17. Host annual industry roundtable
	01-Sep-26
	30-Sep-26
	Employers

	18. Finalise inclusive hiring policies
	01-Oct-26
	31-Dec-26
	Employer HR

	19. Annual review and reporting
	01-Jan-27
	31-Jan-27
	Project Manager

	20. Plan for scalability and replication
	01-Feb-27
	31-Mar-27
	Project Manager



According to Ika and Pinto (2022) the implementation plans should have clear activity description and timeline, which has been ensured in this plan. As a result, the planned approach to activity implies the correct orientation of activities towards strategic objectives. Basic procedures like getting a steering committee and a source of finance eliminate all probability of failure for the subsequent steps. They are both effective strategies for keeping momentum high, which is done in this plan with obvious activities such as the early involvement of STEM and mentor development. However, Portny and Portny (2022) opines that reliance on low-power stakeholders leads to dilution of the impact. In response to this, high-power stakeholders, who include employers and governments, are privileged in key activities, for instance policy making and resource mobilisation. 
Regarding the risks of delayed engagement, Kerzner et al. (2022) the timeline minimises them through the inclusion of weekly reviews and workshops that ensure focus is kept on the goals. However, there are still continuous difficulties in the process of changing the culture of engineering firms. Kijima et al. (2021) argues that implanting inclusivity necessitates continued effort, which is provided for in diversity cheque-ups and diversity growth in terms of female leaders in the mechanical engineering sector.
[bookmark: _Toc193282266]3.2 Risk Management and Strategies

Table 4 Risk Management
	Risk
	Impact
	Likelihood
	Mitigation Strategies

	Insufficient funding for initiatives
	High
	Medium
	Secure commitments from multiple funding sources, including public and private sectors, early in the planning phase.

	Low participation from target groups
	High
	High
	Enhance outreach efforts through community engagement, partnerships with schools, and visible campaigns showcasing role models.

	Resistance to diversity policies in firms
	High
	Medium
	Provide training sessions to address unconscious bias and emphasisse the business benefits of inclusivity through case studies and data.

	Lack of mentor availability or interest
	Medium
	High
	Offer incentives to mentors, such as professional development credits, and ensure flexible engagement opportunities.

	Delays in program execution
	Medium
	Medium
	Implement monitoring and reporting mechanisms of regular basis to recognise and mitigate delays swiftly.



[bookmark: _Toc193282267]4.0 Recommendations
[bookmark: _Toc187094637][bookmark: _Toc193282268]4.1 Strengthen Partnerships with Educational Institutions

The first recommendation is to enhance collaborations with schools, colleges and universities so that females can be encouraged to take STEM subjects from the start of their higher degrees and professional journeys. Thus, there is a potential for holding specific additional workshops, design engineering summer schools and scholarships for students who show interest in mechanical engineering based on cooperation with educational organisations (Kim and Meister, 2023). Support for this approach can be observed in the arguments of Kijima et al. (2021) who emphasises the potential benefits of early STEM learning on the dreams of female learners. Measurement or success indicators for this recommendation include amount of partnership, the number and participation of female students in STEM or mechanical engineering programmes, and evaluation of those who participated to examine their interest in mechanical engineering careers (Helman et al., 2020). 

[bookmark: _Toc187094638][bookmark: _Toc193282269]4.2 Develop Comprehensive Mentorship and Sponsorship Programs

To ensure the female participation in mechanical engineering is well sustained, there was need to adopt the practise of mentorship and sponsorship. According to Ross et al. (2021) It is suggested that they have intensive, structured programmes while other more experienced staff members can ‘reach’ the younger women. Also, programmes in which sponsors provide financial assistance, opportunities, cannot be overestimated. Barabino et al. (2020) explained that such programmes also help the employees to promote higher organisational position and standard and also mitigate the turnovers of the females in mechanical engineering sector dominated by males. Key Performance Indicators (KPIs) for the evaluation of performance of this recommended strategy is comprised of analysing of mentor-to-mentee ratios, and satisfaction female participations in mechanical engineering mentorship programs, (Kijima et al., 2021).
[bookmark: _Toc193282270]4.3 Implement Ongoing Awareness Campaigns and Advocacy

In order to enhance the retention and participation, visibility is among the most impacting factors to enhance awareness about female leadership role in mechanical engineering sector. It is specified by Barabino et al. (2020) that awareness campaigns and advocacy including sharing of female’s success stories in mechanical engineering sector can be valuable to attract females in the sector and increasing enrolment of females in engineering related courses at higher degree levels. As a result, participation of females’ leaders in mechanical engineering sector can be enhanced. KPIs to measure the effectiveness of this suggestion are comprised of perception shift surveys, number of applications of females in mechanical engineering courses and job roles and seeking leadership roles in the sector (Ross et al., 2021). 

[bookmark: _Toc187094640][bookmark: _Toc121814282][bookmark: _Toc193282271]5.0 Conclusion

The implementation plan outlines strategies and actions to promote female leaders in the mechanical engineering sector and, therefore, provides a clear and strategic roadmap to achieving the goal of addressing gender imbalances in mechanical engineering. It defines early intervention and gender-accessible STEM content, female-representative visibility, active seeking and sponsorship as the key components. With collaboration from colleges, businesses, and campaign non-governmental organisations, leadership in the plan aims to encourage women to attain responsible leadership positions. Some of the risks include financing, low participation rates of females, and resistance to diversity policies have been identified, whereby adequate approaches address them in case of realisation. The programme includes a strategic timetable, the organisational map of the company’s stakeholders, and the safety plan for the proposed initiatives.
Recommendations such as a partnership with colleges and universities, development of a proper framework for the mentorship programme, and constant programmes to create awareness about the programmes give specific ways to improve the programmes. Participation rates, career data and electronic conversation are included within the plan as measures to check on performance and results. This implementation plan is to remove obstacles that women encounter in mechanical engineering, embrace diversity to compel change and bring women leaders into the mechanical engineering field to advance the engineering profession.
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