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	RESEARCH  
	For this assessment, you can use Generative AI to support you in research, including searching for bibliography, using tools to summarise, compare and interrogate materials.  
	Yes ​☒​  
  
No  ​☐​  

	STRUCTURE  
	For this assessment, you can use Generative AI to support you in structuring your submission, including creating a draft argument structure, identifying parts and headings, etc.  
	Yes ​☒​  
  
No  ​☐​  

	PROOFREADING  
	For this assessment, you can use Generative AI to check your own text/creation for grammatical and syntactical mistakes, including rephrasing of your own work within specific standards.  
	Yes ​☒​  
  
No  ​☐​  

	WRITING  
	For this assessment, you can use Generative AI to create text for submission.  
	Yes ​☐​  
  
No  ​☒​  

	CREATIVE  
	For this assessment, you can use Generative AI to create creative materials, such as images.  
	Yes ​☐​  
  
No  ​☒​  

	PROGRAMING  
	For this assessment, you can use Generative AI to create and check code.  
	Yes ​☐​  
  
No  ​☒​  

	NONE  
	For this assessment, you are not allowed to use any type of Generative AI support. This includes research support, structure support, writing/proofreading support and creative support.  
	Yes ​☐​  
  
No  ​☒​  
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[bookmark: _Toc230689615]1.0 Executive Summary 
This report critically evaluates decision-making, organizational culture and change, team effectiveness, and performance control in a project-based construction organization. The analysis focuses on the introduction of a digital project performance dashboard as a response to fragmented reporting, delayed decision-making and weak visibility of cost, quality, safety and programmed performance. The report argues that business analytics can improve managerial control, but only when it is supported by reliable data, employee trust, leadership behavior and ethical use.
The report applies decision-making theory, bounded rationality, Schein culture model, Kotter change framework, Tuckman, Belbin, RACI, KPI and the balanced scorecard. However, these theories are not accepted without challenges. Their limitations are considered in relation to construction environments, where teams are often temporary, subcontracted, pressured by deadlines and dependent on informal communication. The main point of this report is that analytics should not be seen as a quick technical answer to deeper management problems. A dashboard may look objective, but it can still produce poor decision if the data is incomplete, entered late, or interpreted without site context. In practice, the same system that is meant to improve control could also make employees feel monitored, encourage teams to chase KPI numbers, or give managers confidence in figures that do not fully reflect what is happening on site. Sustainable improvement requires a balance between data, judgement, employee involvement and organizational learning. 
 








[bookmark: _Toc230689616]2.0 Introduction  
Project base construction organizations operate under constant pressure to deliver work safely, on time, within budget and to the required quality. These pressures make decision-making, leadership, culture, team coordination and performance control central to organizational success. In construction, problems such as delayed reporting, cost overruns, rework, labour inefficiency and weak communication are rarely caused by one factor. They usually emerge from the interaction between people, processes, technology and managerial behavior.
This report uses a project construction organization as the applied context and critically evaluates four connected scenarios: advanced decision-making, organizational culture and change, team effectiveness, and performance measurement. Business analytics is treated as a key theme across the report because dashboard, KPI and predictive information can support better managerial decisions. However, the report also recognizes that analytics can fail when data is incomplete, employees do not trust the system, or leaders use information mainly for control rather than learning. Therefore, the report does not present analytics as a replacement for judgement, but as a tool that must be embedded within effective leadership, ethical practice and organizational culture.











[bookmark: _Toc230689617]3.0 Scenario 1 Advanced decision-making Analysis
A significant organizational decision in the selected project-based construction organization was the decision to introduce a digital project performance dashboard. The dashboard was intended to replace fragmented reporting practices based on spreadsheets, paper records, WhatsApp updates and verbal communication form supervisors. Before this decision, this information about site progress, labour productivity, material use, quality issues and cost performance was often delayed or inconsistent. As a result, senior managers were sometimes responding to problems after they had already affected the project.  
The decision can initially be evaluated using the rational decision-making model because it responded to a clear organizational problem: weak visibility of project performance. On the surface, the dashboard appeared rational because it could centralize data, improve reporting accuracy and support faster decision. However, the rational model is useful, but it makes the decision look too simple. In construction, managers often work with incomplete data, site pressure and changing conditions. Therefore, the dashboard was not only a logical technical choice; its success also depended on staff trust, reporting habits and data quality. Site data may be incomplete, supervisors may resist additional reporting duties, and informal communication may continue because it is familiar and fast. Therefore, the decision should not be judged only by whether the dashboard was technically useful, but by whether the organization was ready to use it honestly and consistently.
This reflects Simon concept of bounded rationality, which argues that managers rarely make decisions under perfect conditions. Instead, decisions are shaped by limited information, time pressure, personal assumptions and organizational constraints. In this case, senior managers assumed that because the dashboard was technically useful, employees would automatically accept it. This assumption was problematic. Many supervisors were experienced in practical site management but less confident with digital reporting. Some viewed the dashboard as an additional administrative burden rather than a tool to support project control. Therefore, the weakness was not the decision itself, but the limited way in which the decision-making process considered human and cultural factors.
To make the analysis more applied and analytics-focused, table 1 summarizes the key decision issues and the possible analytics response.

Table 1: Decision-making analytics matrix
	Decision issue
	Current weakness
	Analytics application
	Expected improvement

	Project delay reporting
	Delays identified after impact
	Descriptive analytics using weekly progress data
	Clearer view of where delays are occurring

	Cost overrun
	Cost issues reviewed too late
	Predictive analytics using cost variance trends
	Earlier warning of budget risk

	Labour productivity
	Supervisor judgement used informally
	Dashboard comparing planned vs actual output
	Better labour allocation

	Material availability
	Procurement delays not forecasted
	Predictive supplier lead-time analysis
	Reduced waiting time on site

	Corrective action
	Managers rely mainly on experience
	Prescriptive recommendations for resequencing or resource allocation
	Faster and more evidence-based decisions



The process also showed evidence of confirmation bias. Managers mainly focused on evidence that supported digital implementation, such as improved reporting speed and better cost visibility. Less attention was given to risks such as poor data quality, lack of training, employee resistance and the possibility that inaccurate data could create misleading dashboard results. There was also optimism bias because the implementation team underestimated the difficulty of changing everyday reporting habits. In project-based organizations, especially construction, informal communication is often deeply embedded in daily working practices. Therefore, replacing informal reporting with structured analytics requires behavioral change, not only software implementation.

Table 2: Descriptive, predictive and prescriptive analytics in the organization
	Analytics type
	Main question
	Construction example
	Managerial value

	Descriptive analytics
	What has happened?
	Last month cost variance, defects and delays
	Shows current and past performance

	Predictive analytics
	What is likely to happen?
	Forecasting delay risk based on labor productivity
	Support early warning and planning

	Prescriptive analytics
	What should be done?
	Recommending labour reallocating or task resequencing
	Supports corrective action



Table shows that Descriptive, predictive and prescriptive analytics can support reporting, forecasting and corrective action. However, these benefits depend on accurate data and honest reporting. If supervisors enter information late, avoid reporting negative issues or treat the dashboard as extra administration, analytics may create false confidence rather than better decision. This is important because the expected outcome of the dashboard was improved visibility, but the actual outcome may be weaker if the organization ignores data quality, training and employee behavior.
A stronger decision-making approach would also have included stakeholder analysis and pilot testing. Rather than introducing the dashboard across the department immediately the organization could have tested it on one project team and collected feedback from engineers, supervisors and operatives. This would have allowed managers to identify practical problems before wider implementation. It would also have created a more participative decision-making process. From a leadership perspective, this is important because employee empowerment increases commitment and reduces resistance. When employees are involved in shaping a decision, they are more likely to understand its purpose and support its implementation.
Overall, the dashboard decision was strategically appropriate but operationally underdeveloped. 
[bookmark: _Toc230689618]4.0 Scenario 2: Organizational Culture and change Intervention
The selected organization has a traditional project-based construction culture where practical experience, fast problem-solving and supervisor authority are highly valued. This type of culture can be useful in urgent site situations because construction projects often require quick responses to unexpected problems. However, it can also create barriers to learning, innovation and data-driven improvement. Using Schein organizational culture model, the culture can be analyses at three levels: artefacts, espoused values and underlying assumptions. At the artefact level, the organization culture is visible through site-based communication, paper records, informal reporting, hierarchical decision-making and strong dependence on experienced supervisors. At the level of espoused values, the organization claims to value safety, quality, teamwork and client satisfaction. However, at the deeper level of underlying assumptions, there appears to be a belief that experienced managers can solve most problems through personal judgement rather than structured evidence.
Table:3 Cultural Gap analysis using Schein model:
	Schein cultural level
	Evidence in the organization
	Critical issue

	Artefacts
	Paper records, informal site updates, supervisor-led communication
	Visible systems are traditional and reactive

	Espoused values
	Safety, quality, teamwork and client satisfaction
	Values are positive but not always supported by behavior

	Underlying assumptions
	Experienced managers can solve problems through judgement
	Data and employee voice are undervalued



Schein model is useful because it explains the deeper assumptions behind visible behaviour, but it should not be used alone. Hofstede culture perspective adds further insight because hierarchy and power distance may explain why junior staff, operatives or subcontractors hesitate to challenge senior decisions. In construction, respect for authority can support quick decision-making, but it can also reduce employee voice and early reporting of problems. However, both models have limitations because they can make culture appear more stable and uniform than it really is. In practice, office staff, site supervisor, subcontractors and operatives may experience the same organization differently.
This gap between stated values and actual behavior is important. The organization says it values teamwork and proactive management, but in practice many issues are managed reactively. For example, delays are often discussed after they have affected the programmed rather than being predicted early through project data. Quality issue may be corrected after inspection rather than prevented through trend analysis. This suggests that the organization does not only have a process problem; it also has a cultural problem. The deeper assumption is that experience is more reliable than data. While experience is valuable, relying on it too heavily can lead to repeated mistakes, hidden risks and slow organizational learning.
Two cultural elements require transformation. The first is the reactive decision-making culture. The organization needs to shift from solving problems after they occur to identifying risks before they become serious. This requires stronger use of descriptive, predictive and prescriptive analytics. Descriptive analytics can show what has happened on previous projects, predictive analytics can estimate what may happen next, and prescriptive analytics can recommend the most effective response. The second cultural element is limited employee voice. Site workers, junior engineers and supervisors often hold important practical knowledge, they may hesitate to challenge senior decisions or report early concerns. This may be due to hierarchy, fear of blame or the belief that raising problems will be viewed negatively.
Kotter’s change model provides a useful framework because it highlights urgency, leadership coalition, communication and removal of barriers. Senior leaders should use evidence of delay, rework, poor communication and inaccurate reporting to explain why change is necessary. However, Kotter’s model is also too linear for dynamic construction environments. Project teams change, subcontractors move on, site risks emerge unexpectedly and client requirements may shift during delivery. Therefore, culture change should not be treated as a neat step-by-step exercise. A more realistic approach would combine Kotter’s structure with continuous feedback from site staff allowing managers to adapt the dashboard process during implementation.



Table 4: Resistance to change and Management response
	Sources of resistance
	Why it may occur
	Management response

	Fear of monitoring
	Employees may see dashboards as surveillance
	Explain that data is for improvement not punishment

	Digital skills gap
	Supervisors may lack confidence with new systems
	Provide practical training and coaching

	Loss of authority
	Supervisors may feel their experience is being replaced
	Position analytics as support for judgment

	Blame culture
	Employee may hide problems
	Encourage psychological safety and early reporting

	Poor data quality
	Inaccurate inputs may damage trust
	Set simple data standards and regular validation



Resistance should not be dismissed as negatively. Employees may resist the dashboard if they see it as a monitoring tool rather than support for better work. Supervisors may also feel that their experience is being questioned, especially if performance data is used without understanding site conditions. These concerns are understandable. Therefore, ethical change management requires transparency about how data will be collected, who will access it and how it will be used. If employees believe that analytics will be used mainly for blame, they may manipulate data or avoid reporting problems. This would damage both trust and decision quality.
The ethical issue is not only whether performance data is accurate, but how the data changes power in the workplace. A dashboard may be introduced as a learning tool, but employees may experience it as surveillance if they believe it will be used to blame them. This is important in construction because low productivity may be caused by late materials, design changes or unrealistic sequencing rather than individual effort. Ethical analytics therefore requires transparency about who owns the data, who can access it and how it will be interpreted. Without this, employees may under-report problems, which would damage both trust and decision quality.
Overall, the organization needs a cultural shift from hierarchy and reaction to collaboration and proactive control. Schein model is useful because it shows that visible changes, such as dashboards and meetings, will not be enough unless underlying assumptions also change. Kotter’s model is useful because it provides a structured process for implementation. However, both models must be applied critically. Cultural change is not a simple step-by-step exercise. It depends on leadership credibility, trust, employee involvement and consistent behavior over time. In my view, the most effective intervention would combine analytics, training, participative leadership and psychological safety so that employees see change as improvement rather than surveillance.
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Team effectiveness is essential in project-based construction organizations because projects may involve project managers, engineers, quantity surveyors, supervisors, subcontractors, suppliers and operatives. If these groups do not work effectively together, the project may experience delays, rework, safety risks and cost overruns. Two key characteristics of high-performing teams are particularly important in this context: clear roles and accountability, and open communication supported by psychological safety.
The first characteristic, clear roles and accountability, is important because construction work is highly interdependent. One team delay can affect another team’s ability to start work. For example, if material ordering is unclear, site operatives may be available but unable to proceed. If quality inspection responsibility is not clear, defects may remain unnoticed until later stages. Tuckman’s model of team development is useful here because it explains how teams move through forming, storming, norming and performing stages. During the forming stage, team members may be polite but uncertain about expectations. During storming, conflict and confusion may arise. If roles remain unclear, the team may never reach the performing stage.
A useful intervention would be a role clarity and responsibility-mapping workshop using a RACI matrix. This would identify who is Responsible, accountable, consulted and informed for key project activities such as procurement, inspections, progress reporting, design queries, safety checks and client updates. This intervention is theory-informed because it reduces role ambiguity, which is a common cause of team conflict and inefficiency. It also links with Belbin’s team role theory, which suggests that effective teams require a balance of different roles than only technical competence. For example, team may need coordinators, implementers, problem-solvers and completer-finishers without this balance, a team may have skilled individuals but still perform poorly.






Table 5: RACI Matrix for Project Team Role Clarity
	Activity
	Project manager
	Site engineer
	Supervisor
	Quantity surveyor
	operatives

	Weekly progress reporting
	A
	R
	C
	C
	I

	Material requirement
planning
	C
	R
	C
	A
	I

	Quality inspection
	A
	R
	C
	I
	C

	Labour allocation
	A
	C
	R
	I
	C

	Cost reporting
	C
	I
	I
	R/A
	I

	Safety observation reporting
	A
	R
	R
	I
	C



Key R= Responsible, A=Accountability, C=consulted, I=Informed 
The RACI matrix improves role clarity, but it should not be applied too rigidly. Construction projects often need quick problem- solving across formal role boundaries. If RACI is applied too rigidly, team members may start saying ‘this is not my responsibility’, which can weaken flexibility and collaboration. Therefore, RACI should be used as an accountability guide, not as a barrier to practical teamwork.
Open communication is equally important because construction problems often appear first as small warning signs, such as unclear drawings, late deliveries, labour shortages or repeated defects. Psychological safety allows team members to raise these concerns, question assumptions and admit mistakes without fear of blame. This does not lower standards; it helps the team identify risks before they become serious. It means creating an environment where honesty supports performance improvement.
A suitable intervention would be a weekly team learning review. Each team member or work package representative would discuss one success, one risk and one improvement action. The purpose would not be to blame individuals, but to create a disciplined routine for learning and early risk identification, this intervention supports team performance because it improves communication, shared awareness and accountability. It also supports descriptive analytics because information from weekly reviews can be used to identify recuring problems, such as repeated material delays or frequent quality defects. Over time, predictive analytics could use this information to forecast future risks, while prescriptive analytics could recommend corrective actions.
A team working agreement is useful because it creates shared expectations in temporary and multidisciplinary project teams. However, it only improves performance if managers actively use it during meetings, reviews and conflict resolution rather than treating it as paperwork.
Table 6: Team working Agreement Template
	Component
	What should be included
	Performance Benefit

	Shared objectives
	Safety, time, cost and quality targets
	Aligns team effort

	Roles and responsibilities
	RACI matrix and named owners
	Reduces duplication and confusion

	Communication rules
	Meeting frequency, reporting format and escalation route
	Improves coordination

	Conflict process
	Raise issues early and use evidence-based discussion
	Reduces personal conflict

	Data standards
	Accurate and timely reporting requirements
	Improves dashboard

	Accountability
	Action log with deadlines and owners
	Strengthens Follow-through

	Learning review
	Weekly review of success, risk and improvement
	Supports continuous improvement



An effective working agreement should not be treated as an administrative document. It should operate as behavioral contract that defines how the team will communicate, make decisions, resolve conflict and hold each other accountable. In project-based environments, this is important because teams are often temporary, multidisciplinary and under pressure. A strong working agreement improves cohesion by creating shared expectations, but it also improves performance because it makes accountability visible.
However, team-building interventions can fail if they are treated as one-off activities. A RACI matrix will not improve performance if managers ignore it when pressure increases. A working agreement will not create trust if leaders continue to blame individuals for problems caused by poor planning or resource constraints. Similarly, psychological safety will not develop if employees are punished for raising concerns. Therefore, team effectiveness depends not only on team tools, but also on leadership behavior, consistency and trust. In my view, the most effective approach is to combine clear accountability with open communication. High-performing teams require both discipline and psychological safety; discipline to deliver agreed actions, and psychological safety to identify problems before they become serious.
 

 




[bookmark: _Toc230689620]6.0 Scenario 4: performance Measurement and control systems
As a manager within the project department, performance control should focus on whether individuals, teams and the wider organization are delivering work safely, efficiently and within agreed cost and schedule targets. In construction, weak control systems can create serious consequences, including cost overruns, rework, delayed handovers and reduced client confidence. However, performance measurement must be designed carefully because excessive control can create fear, gaming behavior and short-term decision.
Individual performance should be monitored through a small number of balanced KPIs covering productivity, quality, safety and reporting accuracy. A narrow focus on output may encourage speed while hiding defects, safety risks or poor workmanship. Therefore, performance measurement should not only ask how much work was completed, but whether it was completed safely, correctly and sustainably.
At team level, effectiveness should be measured through indicators such as planned percentage complete, rework frequency, coordination delays, labour productivity and team safety performance. At organizational level, the balanced scorecard provides a stronger framework because it prevents management from relying only on financial measures. Financial measures are important, but they are often lagging indicators. By the time financial loss appears, the underlying operational problems may already have developed. The balanced scorecard is useful because it combines financial, customer, internal process and learning and growth perspectives.









Table 7: Balanced scorecard for a project-based construction organization

	Balanced scorecard perspective
	Example performance indicator
	Why it matters

	Financial
	Cost variance, profitability rework cost
	Shows whether the project remains financially viable

	Customer/ client
	Client satisfaction, handover quality, response time
	Measures whether client expectations are being met

	Internal process
	Planned percentage complete, defect rate, procurement delays
	Shows operational efficiency

	Learning and growth
	Training completion, digital adoption, employee suggestions
	Measures future capability and improvement culture





The balanced scorecard is useful because it prevents managers from relying only on financial indicators. However, it can oversimplify construction performance if used mechanically. A cost overrun may appear to be a financial issue, but the root cause may be late design information, poor procurement, weak supervision or client-driven change. Therefore, the scorecard should be used as a strategic conversation tool rather than a checklist of indicators.
A project analytics dashboard could combine descriptive, predictive and prescriptive functions. Descriptive analytics would show current progress, actual cost, defects and safety observations. Predictive analytics can warn managers where budget or milestone risks are likely to appear, while prescriptive analytics can suggest options such as resequencing work or reallocating resources. However, these tools only strengthen control if data is accurate and managers still check the site context before acting.
Table 8: KPI dashboard for monitoring and control
	Control area
	KPI
	Target
	Data source
	Review frequency

	Cost
	Cost variance
	Within 5%
	Cost report
	Weekly

	Schedule
	Planned percentage complete
	90% or above
	Project Programme
	Weekly

	Quality
	Defects per work package
	Monthly reduction
	Quality inspection report
	Weekly

	Safety
	Near-miss reporting
	Increasing early reporting
	Safety log
	Weekly

	Productivity
	Labour output per day
	Meet planned output
	Site diary/dashboard
	Daily/Weekly

	People
	Training completion
	95%
	HR/training record
	Monthly

	Communication
	Open actions overdue
	Below 10%

	Action tracker
	Weekly



The dashboard creates a balanced view of performance, but too many KPIs may overload managers, while narrow KPIs may encourage employees to chase numbers rather than improve real performance. A key tension also exists between strategic and operational control. Senior managers need indicators such as profitability, client satisfaction and long-term capability, while site
 teams need daily information about labour, materials, inspections and programme risk. A strong system should therefore separate leading indicators, such as near misses and material delays from lagging indicators, such as cost overrun and client dissatisfaction.
Despite the benefits, performance measurement systems have several limitations and ethical risks. First, KPI can encourage gaming behavior. For example, employees may focus on completing visible tasks while avoiding complex problems that are not measured. Second, dashboards may create false confidence if the data is inaccurate, delayed or incomplete. Third, excessive monitoring can damage trust if employees feel they are being watched rather than supported. Ethical implementation therefore requires transparency, proportionality and employee involvement. Workers should understand what data is collected, why it is collected and how it will be used.

Table 9: Ethical risks of performance measurement 
	Ethical risk
	Possible consequence
	Control measure

	Excessive monitoring
	Employees feel watched and lose trust
	Explain purpose and limits of data use

	KPI gaming
	Employees chase numbers instead of real performance
	Use balanced indicators and manager judgement

	Unfair comparison
	Individual blamed for problems outside their control
	Interpret data with context

	Poor data privacy
	Employee information misused
	Apply clear data access rules

	Short-term pressure
	Safety or quality ignored to meet targets
	Include safety and quality KPIs



Table 9 show that performance measurement is not neutral. if used without context, KPIs can create fear, gaming and unfair judgement. Managers may also begin to trust dashboard results without questioning whether the data is complete, timely or contextually fair. For example, low productivity may reflect late materials, unclear drawings or poor sequencing rather than weak worker performance. Therefore, analytics should support managerial judgement, not replace it.
The most effective control system would therefore combine KPIs, balanced scorecard logic and analytics dashboards with managerial judgement. Data should guide decisions, not replace leadership judgement. A strong performance system should balance control with learning, and accountability with fairness, so that managers understand the reason behind performance issues rather than just producing more numbers.
















	

[bookmark: _Toc230689621]7.0 Conclusion
This report has critically analyzed decision-making, organizational culture and change, team effectiveness, and performance control in a project-based construction organization. The analysis shows that business analytics can improve visibility, forecasting and corrective action, but it should not be treated as a complete solution. The dashboard decision was strategically appropriate because fragmented reporting was a genuine weakness; however, it also shows how a technically useful decision can become operationally weak if managers ignore bounded rationality, employee resistance, data quality and cultural readiness. Similarly, Schein, Hofstede and Kotter help explain culture and change, but these models must be applied carefully because construction organizations are dynamic, hierarchical and shaped by temporary teams, subcontractors and changing site conditions.
Overall, the report argues that analytics should support managerial judgement rather than replace it. Tools such as RACI, KPIs, dashboards and the Balanced scorecard can improve accountability and coordination, but they may also create rigidity, data overload, KPI gaming, surveillance concerns and unfair judgement if used without context. Sustainable improvement therefore requires a balanced approach that connects people, process, technology, culture and ethical leadership. For project-based construction organizations, the key challenge is not simply collecting more data, but creating trust and capability so that data is interpreted fairly and used for learning rather than blame.
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[bookmark: _Toc230689624]Appendix A: Decision-making Improvement Flow
Problem Identify



Historical Data Review

Performance review
Final Decision Implement
Employee feedback collected
Pilot Dashboard test
Biases and risks challenge
Alternative Option Compare

















This figure support scenario 1 by showing a more structured and evidence-based decision process. It improves the original dashboard decision by adding data review, bias, pilot testing and employee feedback before full implementation. This is important because the original decision was technically useful but socially underprepared.
[bookmark: _Toc230689625]Appendix B: Cultural change Intervention Model
Create urgency using project performance evidence

Generate short-term wins through pilot dashboard success
Remove barriers through training and employee involvement
Communicate the vision for proactive, data-informed delivery
 Embed New behaviours into daily project routines
Build a guiding coalition across site and office teams
















This figure support scenario 2 by showing how cultural change can be managed in a project-based construction organization. It demonstrates that change should not begin with technology alone. It should begin with urgency, leadership alignment, employee involvement and visible short-term improvements.
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Performing improve coordination, trust and productivity
Intervention 2 Weekly learning review
Norming shared expectations and communication rules
Intervention 1 RACI workshop for role clarity
Storming conflict and unclear accountability
Forming Role uncertainty



















This figure supports scenario 3 by linking Tuckman team development theory with practical team-building interventions. It shows how role clarity and weekly learning reviews can help teams move from confusion and conflict towards stronger coordination and performance.
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Data collection Site reports, cost data, safety logs, quality records

Performance learning review outcomes and update future planning
Corrective action Resource changes, resequencing, training or supplier follow-up
Managerial review Identify risks, trends and weak performance areas
Dashboard Analysis cost variance, schedule progress, defects, productivity
















This figure support scenario 4 by showing that a dashboard should not only display information. It should a complete control cycle where data leads to managerial review, corrective action and future learning. 
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The SWOT analysis supports the overall report by summarizing the internal and external issues affecting the organization. It shows why analytics, cultural change and team development are necessary for improving performance.
Strengths:
· Experienced project managers and supervisors
· Strong practical construction knowledge
· Existing site communication routines
· Ability to solve urgent site problems quickly
Weaknesses:
· Reactive decision culture
· Fragmented reporting systems
· Limited use of predictive analytics
· Limited employee voice and digital confidence
Opportunities:
· Digital dashboards and analytics adoption
· Improve KPI monitoring and reporting
· Better team coordination through RACI and working agreements
· Use of predictive analytics for early-warning control
Threats:
· Cost overruns and project delays
· Resistance form supervisors and site teams
· Poor data quality damaging trust
· Excessive monitoring reducing employee morale
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	Factor
	Relevance to the organization

	Political
	Public and private construction clients increasingly expect reliable project delivery and transparent reporting.

	Economic
	Inflation, labour shortage and material price changes increase cost-control pressure.

	Social
	Employees expect fair treatment, safe working conditions and meaningful involvement in change.

	Technological
	Dashboards, digital reporting and predictive analytics can improve project visibility

	Legal
	Health and safety, employment law and data protection must be considered when monitoring performance.

	Environmental
	Reducing rework, waste and inefficient resource use supports more sustainable project delivery



The PESTLE analysis supports the wider business context of the report. It shows that the organization challenges are not only internal but are also influenced by external economic, technological, legal and environmental pressures. 
2

