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[bookmark: _Toc84844551]Executive Summary 

This report investigates and analyses Gerald D Harries & Sons current standpoint on equality and diversity and how this may have had an impact on our current recruitment through conducting interviews with relevant line management. Throughout the primary and secondary research several recommendations become prominent throughout the data analysis that would enable us to adapt our current recruitment strategies to enable us to employ a diverse workforce and to become an employer of choice to gain talent for skilled roles. 
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[bookmark: _Toc84844553]1.0 Introduction 
Gerald D Harries & Sons (GDH) is a construction business established in 1977 that supplies aggregate, tarmac, concrete and a range of other services from vehicle maintenance to civil engineering (G D Harries & Sons, no date). In 2020, SigmaRoc PLC acquired GDH (SigmaRoc PLC, no date) and with this we had an introduction of a HR department with a greater focus on people management as the company continues to grow. At present GDH employ around 240 members of staff across South-West Wales.
With the introduction of a HR department, we have realized that we have a homogenous workforce who are typically white, middle-aged, heterosexual males which reflects the construction industry workforce as a whole but the industry could benefit from promoting diversity and inclusivity (Przystal, 2020). Some departments and roles in particular are struggling with severe skills shortages who have smaller talent pools to choose from at present, it is known that promoting diversity and inclusion can aid toward widening out talent pools which is needed to attract these skilled workers (Sands, 2020). One way for us to approach diversity would be to start with analysing our current workforce data to uncover barriers such as who applies for our roles currently against who is successful at getting that role (CIPD, 2019). 
There are benefits to becoming a diverse employer as McKinsey & Company (2015) found that companies that have a higher percentage of racial and ethnic diversity are 35% more likely to make profits beyond their respective national industry averages, as GDH look to continue to grow then this could be a value we should adopt to increase profits. Diversifying the workforce will hopefully aid in changing the demographic of people who typically look to enter the industry as it can be off putting for ethnic minorities, younger or female workers to view it as a white-male dominated industry (CHAS 1, no date). When applying for jobs potential applicants are more likely to reply when the advertisement is from someone they see as an ideal employer (Bellou et al, 2015), aiming to be a diverse employer can help GDH achieve this (Glassdoor, 2021). Inclusive recruitment could be a focus for a recruitment strategy as a way to improve and grow GDH (Futures, 2020) in order to increase our talent pools with a wider range of skills. 
[bookmark: _Toc84844554]1.1 Aims and Objectives 
The aim of this report would be to critically analyse diversity within GDH Ltd and evaluate how this may have an impact on our recruitment strategy for skilled roles.
The objectives of this report are as follows:
· To evaluate secondary research on how diversity can have an impact on the recruitment process
· To conduct primary research within GDH based on the findings of the secondary research 
· To analyse the data collected from the primary research and evaluate how these findings on our current standpoint on diversity could be impacting on our recruitment process for skilled roles within GDH 
· To make recommendations for GDH on how to become a diverse employer and suggest routes for recruitment that will help towards this goal based on findings of the primary and secondary research
[bookmark: _Toc84844555]2.0 Literature Review 
[bookmark: _Toc84844556]2.1 Diversity and Inclusion in the Construction Industry 
The construction industry remains predominantly white, male, heterosexual and able-bodied despite previous research and efforts to tackle the issues with equality and diversity within the sector, most specifically with trying to introduce more females into the sector (Powell and Sang, 2013). A recent UK government survey has demonstrated these issues with female recruitment within the construction as only 13% of employees within this sector are women (Jarvis, 2020). Encouraging diversity can have many benefits within the construction industry such as improved management practices, better communication and can aid towards being cost effective through effective monitoring of processes and progress (Equality and Human Rights Commission, 2011). Organisations within the construction sector tend to focus their recruitment on homogenous groups, but this only makes their talent pool smaller and would mean they are not attracting a wide proportion of the skilled workforce within the UK (National Centre for Diversity, no date). In addition, within the construction industry in 2017 according to the Labour Force Survey only 9.3% of the sectors workforce are disabled (Kemp. 2017). 
[bookmark: _Toc84844557]2.2 Benefits and Barriers of Incorporating Diversity into Company Culture and strategy 
Different strategies can be taken when looking at diversity, for example a focus on antidiscrimination or adding value through ethic background, but the strategy an organisation takes would usually be dependent on what resources the organisation considers to be critical (Ortlieb and Sieben, 2013). When introducing diversity as an aim within our recruitment strategy, an importance is highlighted on setting goals in relation to diversity (Lim et al, 2013; Winston, 1998) as well as effective evaluation of progress. Starting an initiative surrounding diversity and inclusion within recruitment requires the dedication of leadership throughout an organisation and the need for these leaders to gain understanding of diversity in order to be able to implement it within their teams, employers can aid in this education through training/resources (Jacobs et al, 2020). However, action programmes and diversity training workshops can actually be ineffective and counterproductive, stakeholders being equipped, accountable and connected can often be more effective in meeting these goals (Griffen, 2021). Tipper (2004) explained that a positive attitude would need to be adopted by all employees for a diversity initiative to be successful, so it would be important for employers to understand what motivates their employees and push employees to value their colleagues for the skills they bring to the workforce. There are barriers to initiating these practices/policies within an organisation as there can be negative attitudes taken towards diversity and inclusion initiatives which means they become undervalued, particularly with line management (Kirton and Greene, 2019). Cary et al (2020) added that organisations may be committed to promoting inclusion but diversity within a workforce can only be truly implemented by individual and systemic changes and that this can be done through educating one another to uncover unconscious bias, microaggressions and systemic racism. More subtle initiatives can be taken in order to build tolerance and awareness of different cultures through monthly newsletters and communications but the impact these initiatives have can be difficult to measure (Pitts, 2006). Kreitz (2008) agreed that when incorporating changes into workplace processes and procedures relating to building diversity effective communication, commitment and strategy should be implemented to sustain the efforts. 
As diversity grows it highlights the importance for recruitment professionals to have a focus on recruiting minorities (Perkins et al, 2000), which suggests it would be worthwhile to incorporate a focus on diversity into a recruitment strategy. Positive discrimination can be seen as an avenue for encouraging a diverse workforce as it could be seen as a transformational way to achieve equality, however, there are arguments that pushing for under-represented groups can results in an underqualified person being employed (Noon, 2010). Diversity initiatives and a change in the recruitment process can help break down power barriers between HR professionals and top management, which can provide HR with more influence to facilitate these diversity focused practices (Hendleberg and Jose, 2020). Won et al (2021) highlights the importance of diversity as an initiative to increase rates of production within project work within the construction industry as they found that a workforce with a range of workforce age and education/skills created integrated workforce although this can often be shadowed by the push for automation. A diverse range of ideas within an organisation during problem solving has a positive impact on innovative performance (Garcia Martinez et al, 2017), these benefits can only be achieved when managing to recruit a diverse workforce. CHAS 2 (no date) explained that diversity within construction should not only be focussed on from a gender perspective but to provide opportunities for people of all backgrounds and that morale and productivity will improve as a result. However, from an age perspective it can be difficult to integrate younger employees into the workforce if there is a lack of sufficient training or apprenticeships within construction/labouring within the local vicinity and often those who are, tend to travel for opportunities throughout the UK and Europe which can be a barrier for local construction companies (Clarke and Gribling, 2008). Apprenticeships are particularly common within the construction industry and can help to bring in a younger workforce as well as developing the appropriate skills to aid with minimising succession issues (Gambin, 2013). 

[bookmark: _Toc84844558]2.3 Employer Branding and its Impact on Recruitment of a Diverse Workforce
An importance is being highlighted for a recruitment strategy to be in place to attract your target audience when looking to attract a diverse pool of candidates (Tipper, 2004). Previous research has indicated that organisations that people are more familiar with have less chance of creating a sufficient advertisement effect, however, Walker et al (2012) found that all organisations including familiar can increase potential applicant’s information processing through incorporating diversity cues into their recruitment materials. In addition, incorporating diversity recruitment into job advertisement can create a positive perception to potential job applicants and can create the sense of an open culture company which increases the attractiveness of the company as an employer (Baum et al, 2016). However, Rivera and Huffman (2012) explained that although these recruitment processes such as including diversity cues does expand the diversity of the pool of candidates that they attract, this does not necessarily mean that the diverse candidates are being recruited and incorporated into the organisation. In addition, Jonsen et al (2021) also discuss that diversity and inclusion branding helps employers to attract talent and to become employers of choice which again highlights the importance of diversity to attract a wider pool of applicants, but they do not discuss the importance of hiring a diverse workforce. However, Avery and McKay (2006) suggest that an organisation should ensure they currently have a positive reputation towards diversity before looking to devise a recruitment strategy based around it. 
Evans (2012) also found that although employers can make a conscious effort to make their job advertisements more appealing to females, they can still see a decline in percentage of women working within the sector and that different techniques such as promoting flexible working may be appropriate for companies to advertise instead of focusing on the language of their job adverts. There is potential that recruiters don’t spend enough time formulating job advertisements, particularly on female applicants the language in the job description would have an impact on whether they apply for the job (Wille and Derous, 2018). A study by Olson (2006) found that when looking to recruit females in a typically male orientated role there is an importance of trying to recruit young females as they are beginning to choose a career path through working with guidance counsellors/mentors within local schools/colleges. However, Hentschel et al (2021) found that when looking to recruit women, particularly in career development opportunities, special care should be taken when wording the advertisement as when a female sees masculine wording or sense the advertisement was written by a man, they are less likely to apply. One barrier to recruiting women would be that they tend to assess the language used and the job requirements as they are more aware of their gender then males may typically be, which means they would be quicker to see certain requirements as inappropriate (Born and Taris, 2010) which could be an explanation for the extreme lack of women working in the construction industry (Jarvis, 2020) due to most roles being labour intensive.
Organisations that promote that they work to be diverse employers, such as graduate employers who aim to employ young workers may not necessarily be a socially representative workforce but look to improve on the image of their brand and appease policy makers (Ingram and Allen, 2019). Ad diversity only tends to have an impact on a white people dependent on their openness to race diversity (Avery, 2003; Casper et al, 2013), which suggests that modifications such as making job advertisements more diverse may only have an impact on the reader if they have a higher level of ethnic identity (Kim and Gelfand, 2003; Williamson et al, 2008). On the other hand, Brown et al (2006) discovered a negative impact that the more racially intolerant a job seeker is the less motivated they would be to pursue a job advertisement that promoted diversity.
[bookmark: _Toc84844559]3.0 Methodology 
The philosophical approach adopted throughout this research is an interpretivist approach due to the difference in opinions/thoughts we look to uncover throughout the research. Interpretivism encourages the researcher to understand any differences between humans as social actors and this approach emphasises the difference between researching these social actors as opposed to objects (Saunders et al, 2009). The social actors in this case would be line management and as we look to understand their opinions and feelings on the subject taking an interpretivist approach would be justified. 
As the aim of this project is to better understand how we can become a more diverse employer and to recruit a diverse workforce an inductive approach will be taken when conducting the research due to the current need to look further into the nature of the problems associated with being a homogenous organisation. An inductive approach as defined by Locke (2007) as cited in Woiceshyn and Daellenback (2018) making observations surrounding a topic of interest and forming concepts/theories based on them. Observations will be made around how management answer questions and their feelings/ideas towards becoming a diverse employer which will lead towards concepts/strategies to meet this aim. Any analysis of previous HR data should not have a significant impact on the approach as the data being analysed will be used to justify the need for the research and to provide key figures that will influence the questions asked during the observations. 
In terms of a research strategy, there will be analysis of internal data as well as the collection of primary data, therefore, an archival research and case study research strategy will be taken. The archival research strategy would demonstrate that historical administrative data will be used as a source for a research project (Saunders et al, 2009), which in this case is appropriate as a large part of the data collection will be an analysis of how diverse our previous applicant pool had been and looking into the short listing/successful applicant records with a focus on diversity. Case studies are used to consider a single or complex research question within an environment and best suited when looking to answer how and why questions (Schell, 1992), this would then be the most appropriate strategy to adopt for the collection of primary data as the aim is to try and gain further understanding of thoughts and feelings from management through asking how and why questions. 
Due to two instances of data analysis being taken throughout this research through analysis of HR administrative data and the interviews that will take place with management, this would be considered a multi-method approach as there will be elements of quantitative and qualitative analysis. Multi-method research would be most appropriate in this case as the analysis of the administrative or interview data would not be enough on its own to base effective recommendations on and this approach is adopted when there are weaknesses in existing data resources (McKendrick, 1999). 
A cross-sectional study is a kind of observational study where data is collected from a group of individuals who are relevant in terms of answering a research question at a specific snapshot in time (Wang and Cheng, 2020). There are time constraints associated with this research project and the amount of time allowed for conducting the research, therefore, how the research will be conducted will be as a cross-sectional study as the data would be a snapshot from our current recruitment statistics and data from line management at GDH conducted over a short period of time. 
The data collected will only be representative of the characteristics of those who have applied or gone through the recruitment process within the last 12 months and the line managers within GDH and it will not be generalised as the participants were not selected on a random basis. Therefore, the data collection will be based on purposive sampling due to the fact that cases/participants who take part in the data collection would need to be picked strategically in order to ensure that the data collected is relevant to the research question (Bell et al, 2019). More specifically the generic purposive sampling approach will be adopted as the purpose of the data collection will not be to enable generation of new theory as discussed by Bell et al (2019). 
The method that will be used for data collection will be semi-structured interviews which is most appropriate as although certain topic areas or questions will need to be covered, the questions or answers may vary from interview to interview (Saunders et al, 2009) and questions/further discussion on the topic from line management should be encouraged to expand their knowledge surrounding diversity. All data collected from the interviews will be anonymous to encourage open conversation on the topic and participants will be aware of this before taking part in the interviews, any data collected from HR record will also be completely anonymous and will be displayed through statistics/tables where appropriate. Any primary data from our HR admin records will be collected to help to justify the need for improvement in becoming a diverse employer and to provide basis for some of the topics/questions that will be discussed within the semi-structured interviews. The admin records referred to in this case would be advertisements we have put out on job seekers websites such as indeed and how diverse the applicant pools have been from these adverts throughout the last 12 months. Due to the size of the organisation and the amount of line managers the sample size for this project will be between 6-10 contributors, this number of candidates is appropriate for small projects (Fugard and Potts, 2015). All data collected will be written up through verbatim transcription to have a word for word account of anything said throughout the interviews (Rev, no date). Once all of this data has been collected common themes or patterns that have meaning in relation to the topic will be identified through thematic analysis (Delve, 2020) which will lead to any significant findings. All documentation regarding permission for data collection from GDH or further information to respondents of how data will be collected can be found in Appendix 10.0.
[bookmark: _Toc84844560]4.0 Findings and Analysis 

In this section there will be an analysis on the data collected from internal data systems within GDH and primary research collected from line management. The primary research transcripts used to formulate this analysis can be found in Appendix 10.2.
[bookmark: _Toc84844561]4.1 Brief Summary of Current Statistics 

At present GDH follow the same pattern in terms of diversity as other organisations within the construction industry in that they are a homogenous organisation who typically employ able-bodied white heterosexual males (Powell and Sang, 2013). GDH employ 238 members of staff and only 9% of these staff members are women which shows a huge gap in gender diversity. Of the 19 women who do work within GDH 15 of them work within office-based roles. 117 of these employees are over the age of 50 which accounts for 48% of the current workforce which represents that the majority of our workforce are middle aged men. There is a lack of integration of younger workers/apprentices within GDH which can present itself as an issue as they can provide valued skills such as problem solving and can have a positive impact on innovation (Garcia Martinez et al, 2017) which will be needed as GDH continue to focus on their growth. The number of employees who are 25 years old or under stands at 23, within this number, 7 employees work in the workshop where apprenticeships are offered more regularly. 
[bookmark: _Toc84844562]4.2 Analysis of Internal HR Recruitment 
GDH have advertised 20 job roles through Indeed throughout the last year, with some recently being displayed on social media platforms such as Facebook. Only 4 of these advertised roles were office based, the other roles advertised relate to transportation, surfacing, concrete, quarrying or security. Additionally, 3 of the 20 advertised roles have had to be either taken off the website due to the vacancy no longer existing due to notices being retracted or have needed to be re-advertised due to the successful candidate finding other forms of employment. 
In relation to the office-based roles only one of the roles attracted a larger pool of female applicants, 50% of applicants for the credit control position advertised were female. Four of the six female applicants made it to the interview stage of the recruitment process as well as one male, all that made it to this stage of the process were between the ages of 30-50 years old. Between the 3 other office-based roles we received 25 applicants, from this only two of these applicants were female and none of the applicants who made it to the interview stage and beyond were female. As you can see in Figure 1, when looking at recruitment of office-based roles only 22% of our total applicants are female and of this percentage only one female applicant was successful in acquiring their role. 

[bookmark: _Toc84839649]Figure 1: Gender Percentage of Office-Based Job Role Applicants
The other 16 jobs advertised throughout the past year managed to attract 524 applicants combined. GDH tends to have a larger percentage of men applying as from the 524 who applied for one of these roles 471 of the applicants were male and only 53 were female. Therefore, as displayed in Figure 2, 90% of those who have applied for a job with GDH in the past year are male which shows at this current moment in time we struggle to attract women when we advertise job opportunities. Particular roles seem to attract women more than others, such as temporary/part-time roles which reflects the findings of Evans (2012) who suggested flexible working opportunities may increase female interest in job roles. However, these low percentages reflect UK governments findings that the number of women who work within the construction industry is particularly scarce in comparison to men (Jarvis, 2020). 


[bookmark: _Toc84839650]Figure 2, Gender Percentage for Job Applicants for Non Office-Based Job Roles
[bookmark: _Toc84844563]4.3 Findings of semi-structured interview responses 
All of the line managers at GDH demonstrated an understanding of the basic concepts of what equality and diversity stand for. Responses ranged from “as an individual and an employer we need to remove barriers really so we shouldn’t prejudge anybody based on their race, colour, sexual orientation male or female so everybody can be treated exactly the same” (Respondent 4, Male 67y) to “to be uh responsible in how we select people and don’t from a recruitment perspective then uh don’t pre-judge someone for any possible differences they have that you may regard as normal” (Respondent 1, Male 33y). This showed a fair understanding of equality and diversity which gives GDH a good basis for an equality and diversity initiative as negative attitudes towards an initiative from line management can create barriers (Kirton and Greene, 2019). Four of the line managers felt as though they would benefit from receiving further information on diversity and expressed a willingness to learn, such as respondent five who stated “Yeah I mean um I think as some of the roles probably changed since I you know the employment law that was around may have moved around since I was particularly involved in it” (Male, 52y). Regular communications can be essential in highlighting the importance of equality and diversity (Kreitz, 2008), it is helpful to have support from line management to receive and promote such information. On the other hand, if management feel they already have a good understanding of diversity of inclusion, then training may not be appropriate and can be counterproductive so any further communications should be to hold employees accountable and connected (Griffen, 2021), such as Respondent three as they stated “that is the topic that I'm fairly clued up on yeah sort of has been a topic in the news over the years hasn't it and discrimination and things like that is obviously at the forefront” (Female, 48y). 
Respondents were asked to give their view on whether GDH could consider themselves a diverse employer at present. The majority of respondents expressed that GDH are not particularly diverse at present but this is unintentional, such as respondent two stated “I would say probably on the face of it we’re probably not that diverse in that we’re not very multicultural everyone’s Caucasian that I know of that works for GDH in terms of male female split we’re probably lower than other construction companies” (Male, 37y). On the other hand, respondent one felt GDH’s current workforce is representative of the industry we are based in as they said “I wouldn’t say were not diverse but it tends to be the nature of the industry” (Male, 33y), the construction industry does have a lack of diversity (Powell and Sang, 2013). Another barrier that respondent five (Male, 52y) felt GDH have is the location the organisation is based in as they explained “the talent pool that we have to pick from in terms of Pembrokeshire Carmarthenshire is probably isn’t as diverse as we probably would hope it would be to be all inclusive”. 
Respondents were then encouraged to discuss what action they felt we could take in order to encourage a diverse workforce. Respondent two raised a concern over positive discrimination, they stated the following “you hear about sort of positive discrimination in a way where uh you have to commit to employing an x amount of females and x amount of non-Caucasian people uh and I wouldn’t say I necessarily agree with that” and “that I suppose in a way could be discriminatory as they could be Caucasian they could be non-Caucasian they could be male female but generally you wanna go with the best candidate and not be tied to any sort of framework” (Male, 37y). Firstly, using politically incorrect wording such as ‘coloured’ or ‘Caucasian’ may also suggest the need for further training or information (Jacobs et al, 2020) to gain further understanding on why wording could create meaning to particular cultures and understanding that inclusion can only be achieved through educating one another (Cary et al, 2020). Additionally, respondent two (male, 37y) ideas reflect that there’s an awareness of the importance of recruiting a diverse workforce as a way of broadening the talent pool but less so the importance of hiring a diverse workforce (Jonsen et al, 2021). Respondent three (female, 48y) agreed in the sense that they felt that if a candidate had an illness or injury that it would not have an effect on their decision to hire and that it was purely based on skills which reflects the findings of Noon (2013) that some may feel that hiring these under-represented groups may result in a candidate with the wrong skills to be hired.
Several of the respondents put forward ideas of how we could adapt our recruitment to attract a diverse talent pool, such as incorporating a motto/mission statement as the respondent stated “it might be quite good if we did because at the end of every advert you had it as in this is where we're heading sort of thing is this is what we believe and then people know that you're open to anything they know you're not discriminating” (Respondent 3, female 48y) and “we need be considerate over our wording to make sure that we appeal to well first of all the right audience and a wide audience” (Respondent 6, female 44y). A mission statement could actually be effective in increasing information processing for applicants when viewing our advertisement (Walker et al, 2012). Issues within recruitment were highlighted as respondent 5 (male, 52y) spoke of a severe skill gap in his area as he said “particularly from my side of the business it’s the talent pool has diminished as it’s not a sexy enough job for the younger generation unfortunately” and respondent 4 (male, 67y) felt our current recruitment was not effective as he stated “you would expect in a business this size to see more diverse employees so I would say at this moment in time we’re not being effective in what we’re doing”. A barrier to recruitment as pointed out by respondent 6 (female, 44y) would be “we’ve got to be prepared to stand up to the likes of other large companies in the hospitality industry for example to appeal to younger workers”. Diversity may be a good way of attracting these younger workers by attracting a larger pool of candidates and working towards becoming an employer of choice (Jonsen et al, 2021).
It was referenced that 90% of non-office-based role applicants were male, respondent 4 (male, 67y) responded to this statement “you know there are people in the office staff there is a lot of females when we come to site work, I think it’s gonna be a lot more difficult for a woman to undertake the tasks”. Respondent 6 (female, 44y) pointed out that to look at the office male to female statistics would be completely misrepresentative in comparison to the whole business, as previously stated only 9% of the whole workforce are female but if you were to look at office-based roles 15 of them are women which is a slightly higher number but despite this GDH are still vastly male dominated. On the other hand, respondent 2 (male, 37y) felt that it comes down to making careers in operational roles look attractive to females as they stated “the experience I have of females working in the industry is that they can do just as good a job as males and just for some reason they don’t seem to apply maybe it comes back to that trying to make it attractive to apply for as a job”, which suggests there should be an initiative to increase the number of females in our organisation as many in the construction industry have (Powell and Sang, 2013).  Respondent 5 (male, 52y) felt that these recruitment issues stem from the career’s females find attractive in education as they mentioned “but I just think you’re steered away from it as a female at a younger level I mean forgive me but I think that’s my personal opinion of it”. This data suggests that GDH should be interacting with young females when they are in education making their career choices, this could actually help towards shifting the business away from attracting the homogenous groups that we do currently to widen our talent pool (National Centre for Diversity, no date). 
The respondents were asked whether they had personally experienced any barriers with recruiting a diverse workforce as well as if we could experience barriers as an organisation if we focus on equality and diversity as a recruitment strategy. One response from respondent 4 (male, 67y) highlighted the importance of succession and having younger apprentices throughout the organisation, he expressed that “if the business is gonna succeed in the future it needs to bring young individuals to replace those older people as they retire”. This could become an issue for GDH in terms of succession as senior management in some departments in particular are nearing retirement (Gambin, 2013). Respondent 1 (male, 33y) agreed with the idea that GDH are not currently doing enough to recruit younger individuals as other companies but noted this was down to the size of our organisation as they stated “in previous companies that I’ve worked for they’ve always been a bit more proactive in trying to entice the younger people but they’re much bigger organisations”. GDH should work towards improving their efforts through further promoting the apprenticeship opportunities and to aid towards keeping younger talent in the local area rather than pursuing careers elsewhere (Clarke and Gribling, 2008). GDH could set goals (Lim et al, 2013; Winston, 1998) regarding how many apprentices are taken on each year to help combat these safety requirements by ensuring that it’s manageable. A barrier that respondent 6 (female, 44y) expressed there may be issues with discriminatory behaviour from some line management in terms of recruitment as they mentioned examples such as “somebody who might be a young female applying for the job role they may well question how old they are are they planning a family how much time are they going to have out of the business”. This was echoed by a respondent 3 (female, 48y) who expressed that diversity could only work if some attitudes in the organisation were to change as she stated “if everybody is happy to be diverse then that's fine but some might be not so as they have old fashioned ways of thinking”. Even though management might support individuals, all employees need to believe in the initiative for it to work and value these employees for their skills (Tipper, 2004). The topic of discrimination come up again with respondent 2 (male, 37y) as they expressed worries that they felt introducing female operatives into their department in particular that they may face some sexist discrimination, but that “we could fight through that and get to where we want to be”. These findings suggest that there needs to be a stern influence from HR to management and the power barriers need to come and more influence is needed from HR especially in recruitment to push diversity focused and anti-discriminative practices (Hendleberg and Jose, 2020). Another barrier that did arise was that at present we aren’t equipped for disabled employees within our main building which could affect the recruitment of disabled individuals as pointed out by respondent 3 (female, 48y) “talking about people who are in in wheelchairs and things like that I mean access rights you know um how accessible is the building for maybe somebody who isn't as mobile”. Encouraging these changes to take steps into a direction where we can become a diverse employer can have many benefits from improving management practice (Equality and Human Rights Commission, 2011) to widening our current talent pools. 
Participants were also able to identify some benefits to focusing on recruiting a diverse workforce, however, some did not feel it would make much of an impact.  Many respondents saw the positives as they explained it could “make things more fresh and perhaps and improve things because they’ve just got a different nature and a different way of doing things perhaps” (Respondent 1, male 33y), “more options fresh eyes on things” (Respondent 3, female 48y) and “the more diverse you get the bigger the talent pool is that you can attract people into your business” (Respondent 5, male 52y). These responses suggest managers do recognise that ethnic minorities can improve the workplace by bringing different experience, skills or innovations (Won et al, 2021). However, respondent 2 (male, 37y) in particular felt that successfully integrating diverse individuals into the organisation should have no direct impact on the way that GDH currently functions as they stated “I don’t know that there would be any more benefits um there would also be no sort of negatives either I think uh we should be as a responsible employer capable of employing a diverse workforce and it not having any real operational impact that I see”.  
Management had been asked to discuss their own thoughts and ideas of where we should focus on if we pursued aims to become a more diverse workforce. It was suggested by respondent 2 (male, 37y) that we should utilise our social media to positively promote diversity as he stated that there “could be a focus on particular members of staff in the operational arena that do well”, these cues can show efforts to become more diverse which can have a positive impact on recruitment (Walker et al, 2012). However, it may be more important to ensure that we have a positive reputation surrounding diversity before we look to promote or shape our recruitment strategy based on it (Avery and McKay, 2006). Respondent 3 (female, 48y) suggested we introduce more flexible working to entice disabled workers as she stated “the only thing that I would say is the flexible working hybrid working and then you know you might have someone who is a fantastic QS for example but they can't physically get into the office”. Flexible working outside of operational roles was discussed by other managers as a way of encouraging a more diverse workforce, for example respondent 4 (male, 67y) explained with office roles “they’re going to be female and may have families and that the issues that can give you you know um with childcare and things so yeah you know I think that could be of benefit” and respondent 6 (female, 44y) added “people who were maybe coming back from maternity or trying to manage to work while having to do the school run or support for family members who are unwell so caring roles that they could still manage to work their hours around it”. This could also be a method to entice disabled workers from becoming a part of our workforce which has been difficult to achieve throughout the construction industry (Kemp, 2017). However, as pointed out by respondent 2 (male, 37y) there are barriers as he explained “flexible working for office bound staff is a potential but when you’re working on operational sites you need to physically be there at the times required you know”, but this would have a benefit on recruitment where it can be applied (Evans, 2012). Another suggestion from respondent 1 (male, 33y) would be for GDH to focus on recruiting young individuals through schools, colleges or graduate students as a way to adapt young workers in our business as he suggested “apprenticeships plays an important part graduate schemes you know taking on 3 or 4 graduates every year and you know it naturally brings the blood through then and gives you diversity I suppose”. Increasing the number of young individuals within our organisation could ultimately bring the skills/education into the organisation to boost productivity (Won et al, 2021). Efforts to incorporate young individuals and work with local schools/colleges would need to be sustained as these commitments must be given as much of our time as possible (Kreitz, 2008). 
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The findings highlight that GDH at present do not have the capacity to state they’re diverse employer as we struggle to recruit women, young, disabled or ethnic minority workers at present due to a range of barriers. Two of the most common issues to arise in conversation would be the lack of women and younger workers which is a reflection of the diversity barriers within the construction industry itself (Jarvis, 2020; Clarke and Gribling, 2008). However, the findings present a range of ideas from management to combat gaps in the workforce by focusing our recruitment on recruiting these specific individuals which showed a positive attitude towards a diversity initiative which is important for its success (Tipper, 2004). 
Line management expressed that they have a fair understanding of diversity and inclusion and what that would mean in terms of being a diverse employer which is essential as management are key to passing down knowledge to their teams on why diversity is important (Jacobs et al, 2020). There were differences in how they felt diversity should be applied to recruitment as some felt it was important to put a focus on getting different demographics into the business to bring different experiences and skills to the table (Won et al, 2021) but some did had worries about positive discrimination that it would mean a candidate without the right skill set would be prioritised based on their background (Noon, 2010). 
As a result of the data collected there are many avenues that GDH could pursue in future in order to gain a diverse workforce and to work towards becoming an employer of choice. One example would be that management had worries surrounding succession and the aging workforce (Gambin, 2013) as well as a skill shortage across the construction industry (Powell and Sang, 2013). Many offered a suggestion to work against these issues in recruitment by putting a focus on apprenticeships and getting the message across of the opportunities that we offer as a local employer to gain interest from younger applicants (Clarke and Gribling, 2008). It was also pointed out that at present we don’t have a sufficient amount of interaction with local schools and colleges as a way of attempting to change the stigma that surrounds the construction industry that it is an industry for white middle-aged males (Powell and Sang, 2013), this could hopefully help us integrate younger and female workers into the workforce to shift us away from being a homogenous organisation (National Centre for Diversity, no date). GDH could explore flexible-working for the non-operational roles where it would be applicable as a way to entice applicants such as women, anyone with caring or family obligations and those with a disability (Kemp, 2017). One avenue that it was found we don’t utilize enough would be our social media channels to promote diverse individuals within our workforce, this could become a way of creating a positive image in terms of trying to be a diverse employer (Avery and McKay, 2006). 
Overall, this investigation into diversity and our recruitment process has given GDH a lot to consider for the future to become a diverse employer. This can be achieved with sound recruitment strategies/aims in place (Lim et al, 2013; Winston, 1998) and with line management support to facilitate the changes that are needed for us to achieve them (Tipper, 2004). 
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The following recommendations will be based on the findings of the primary research which was conducted on line management within GDH, secondary research and an action plan (See Appendix 10.3). 
· To establish communications with local schools and colleges as a way to promote the different career paths that GDH have to offer through apprenticeship programs or work experience where it will be applicable as a way to encourage younger and female workers into the organisation. This can be managed through HR/key line management throughout departments that are recruiting at the time visiting schools or colleges once a year for career days or to have regular communications with career workers to ask them to recommend us as an employer, to help us promote the roles with significant skill shortages and to liaise with them regarding the different roles that we have on offer. Success can then be measured by whether we collect details of interested individuals through these interactions and how many apprentices we manage to recruit by the 31st December 2022. Costs will be incurred through time and effort being taken from HR and line management for preparation, communications or attendance to any career days.
· To consider what opportunities throughout the organisation could be worked around a flexible working agreement and to promote more opportunities for flexible/hybrid working as a way to encourage a diverse audience. HR and line management who manage recruitment can assess what roles and primarily computer/admin based and create opportunities for individuals to work at home for a set number of days a week which could entice further job applicants from different demographics. We can measure success through how many job applicants we receive by the 31st of December 2022 in comparison to statistics for job advertisements for office-based admin roles from 2021. Costs will be incurred through time taken to organise these roles and potentially if employees working under these schemes are not as effective as office workers, then lack of productivity can cost GDH. The other major cost would be the money set aside for equipment for flexible workers such as laptops, mobiles and dongles. 
· To promote our opportunities for apprenticeships and job opportunities through using social media such as promoting success stories of younger/female workers throughout the organisation as an attempt to steer potential job applicants away from the idea of being a homogenous organisation. This can be done through HR using mediums such as Facebook and LinkedIn and asking younger/female workers to share their story online to entice more of that demographic into the organisation. Success could be measured through interaction with the posts on the social media channels with how many people we manage to reach as well as how many younger or female workers we manage to attract by 30th April 2022. Cost incurred will be time taken from HR to interact with these employees as well as the time taken from the employees working day and through paying any fees for social media where it may be applicable. 
· For HR to administer information or training if appropriate to line managers throughout all departments regarding equality and diversity to encourage conversation on the topic and to pass knowledge down throughout the organisation. This would be a good way to communicate the importance of following employment law regarding equality and diversity when recruiting. We could manage this through emails when information arises on the subject and send to all relevant line management. In this case success can be measured through an increase of conversations between HR and line management on the topic as the emails are administered. Costs will be incurred from HR taking the time to organise, distribute these communications and manage them, for line management to interact with them and for line management to take time to communicate important information to their teams where applicable. 
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9.0 [bookmark: _Toc84844568] Review of Personal Learning 
There are many learning experiences that I have learned or developed on whilst undertaking this research report. I have experience of conducting research during my previous studies but this has given me experience of conducting research within the workplace and analysing data to enable me to advise on recommendations for future improvement. I feel that managing this report has given me greater insight to effectively manage my time to ensure that I can manage my work as well as my studies without putting too much pressure on myself. When talking to others and researching equality and diversity I feel that I’ve learned a lot about methods that organisations can take to become a more diverse workforce and that I can apply this to recruitment processes in future. It did shock me to realise how homogenous our current workforce is at GDH at present and for me it highlighted the importance of analysing employee/organizational data as a way to set goals for improvement. 
There were some challenges throughout the creation of the report, for example, the management of time alongside work obligations and social events. I think that setting myself realistic deadlines to meet for each individual section of the report. This has allowed me to remain accountable and to ensure that I had some time to review/change my report after I received feedback. I also had a significant time off of work for unforeseen circumstances which delayed my ability to collect the primary research. However, this was managed by changing deadlines slightly and putting in the extra time to ensure these were completed in time to move on with my report. 
In terms of strengths, I feel that due to completing my bachelor’s degree in 2020 I still had some knowledge on how to write academically and formulate methodologies as well as literature review so I was fairly comfortable with these elements. However, collection of primary research isn’t something that I would conduct very often so I’m always wary of how that will turn out but I feel that this has given me some confidence and that the result was better than I expected in terms of the information that the line managers provided me with. Another strength I feel would be the recommendations that have been produced as a result of the primary research, this is as I’ve attended webinars on equality and diversity where they have discussed ways of becoming a more diverse employer which my recommendations reflect. 
I feel that this report has definitely allowed me to develop professionally as I have further insights into a topic that I haven’t looked at in depth before, which has given me a different view on recruitment and how to recruit a diverse innovative workforce. It’s also given me greater experience of reporting on current workforce statistics, I would feel more than comfortable with creating reports to be evaluated by senior management. I also think that it’s given me good experience in breaking down barriers and having open conversations with line management regarding matters that may be slightly sensitive. 
If I were to conduct a similar report again in the future, I feel that I would take more time to reflect on my own work. I would have also have liked to have the time to interview further line management and to get as much information/opinions as possible to gather as many different angles as I could. If I had more time, I definitely would have undertaken more reading into the subject or attended further webinars to get a greater understanding of equality and diversity. 
For students who undertake this report in future I would say it’s definitely essential to organise your time, set yourself deadlines for when you complete each section of the report and give yourself enough time to make any changes based on feedback. Give yourself a sufficient amount of time to collect the primary data as this will be the most time-consuming element of the report.  
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[bookmark: _Toc84844571]10.2 Interview Transcripts
[bookmark: _Toc84844572]10.2.1 Respondent One (Male, 33y)
LA: What comes to mind when you think of equality and diversity?
R: Um, The same opportunities for everyone, really.
LA: Would you say this is a topic that you have heard a lot about or are fairly educated on?
R: No I wouldn’t say I’m educated on it at all. Um, you see a lot on social channels like LinkedIn and things but really I just look at it as the most simple form as you can is that it’s the same options for everyone really and there’s no there shouldn’t be limitations on people just because they’ve got disabilities or their race or whatever and things like that.
LA: Do you feel that you may benefit from receiving further information on diversity?
R: Yeah I think so 100 percent yeah 
LA: Do you feel that at this current moment in time we could consider ourselves a diverse employer and why?
R: Um, I wouldn’t say were not diverse but it tends to be the nature of the industry that it attracts um yeah certainly you know we put adverts out there um whether they tailor that in a diverse way I don’t know but yeah we’re certainly not biased to to any single group you know whatever but yeah
LA: When thinking about the job advertisements we’ve posted within the last 12 months, do you feel that there is anything we can say in our advertisements in order to encourage a diverse range of applicants?
R: Um *pause* not really the last few have come out have been pretty much on parr with what we see in the industry to be fair I don’t see what else we can do or say.
LA: So do you find our current advertisements effective?
R: They are effective but we’re limited because of where we are at geographically I think that’s our limitation 
LA: 90% of non-office based role job applicants within the last 12 months have been male, why do you think this percentage might be so high?
R: I have absolutely no idea if I’m honest don’t know why that would be 
LA: Have you personally experienced any barriers when recruiting diverse individuals such as younger or female workers when working within this industry?
R:  No um in previous companies that I’ve worked for they’ve always been a bit more proactive in trying to entice the younger people but they’re much bigger organisations you know it would be more difficult for us to go to schools every sort of quarter and uh visit a couple of schools to try and entice people into the industry but that’s something we can perhaps look at doing and naturally we’re going to entice some people.
LA: Do you see any barriers that we could face as a company if we put more of a focus on diversity into our recruitment strategy?
R: No 
LA: Can you see there being any issues with expanding opportunities to flexible working throughout the organisation in a post-covid world as a way of attracting a more diverse audience? 
R: *Pause* For quarry based roles it’s nyon impossible um we can be more flexible but you need to have more numbers, more people to be able to cover the gaps that you create then when your allowing people to work less hours office roles I don’t see why not it’s when people can work from home and things and um have a better work life balance that is the direction everyone’s heading in now everyone wants a better work life balance so yeah
LA: What benefits could you predict we may see from having a diverse workforce? 
R: *Pause* Um that’s a good question *Pause* I don’t know, can you read it again what’s the question again sorry?
LA: What benefits could you predict we may see from having a diverse workforce? If any, I suppose?
R: I suppose it would create a more challenging environment you could say the people that we’ve got here all sort of fit one profile and the temperaments then and their nature and just their general between 40-60 male is what we’ve got here you know so you get very little um difference in characteristics sort of thing so it would make things more fresh and perhaps and improve things because they’ve just got a different nature and a different way of doing things perhaps 
LA: Do you have any ideas or thoughts on what we should put a focus on to achieve any potential aims to become a more diverse workforce? 
R: Um *Pause* yeah I think we should definitely be focusing on the younger people um they don’t tend to be that interested in quarrying based roles um I found for many reasons in the past but I feel that we could definitely do more as a business here to try and entice those people whether we go to colleges, open events or go to schools, arrange school site visits you know there’s loads that can be done to try and entice people and it does work I’ve seen it work before um apprenticeships plays an important part graduate schemes you know taking on 3 or 4 graduates every year and you know it naturally brings the blood through then and gives you diversity I suppose
[bookmark: _Toc84844573]10.2.2 Respondent Two (Male, 37y)
LA: What comes to mind when you think of equality and diversity? 
S: Um as an employer probably to be uh responsible in how we select people and don’t from a recruitment perspective then uh don’t pre-judge someone for any possible differences they have that you may regard as normal
LA: Would you say this is a topic that you have heard a lot about or are fairly educated on? 
S: Um probably not uh particularly educated on it other than sort of sort normal upbringing and uh how your ideas are formed as a child or into an adult so yeah I wouldn’t say I’m overly uh educated on it. Um it’s probably becoming more and more prevalent in the workplace to make sure that uh there’s no sort of prejudice against somebody for a disability or otherwise so yeah that’s probably becoming more prevalent as the years go by and yeah it’s just trying to act with a decent moral compass I think isn’t it
LA: Do you feel that you may benefit from receiving further information on diversity? 
S: Yeah Yeah definitely I think um like I say becoming more prevalent within the industry and having more knowledge definitely won’t hurt as a people manager 
LA: Do you feel at this current moment in time we could consider ourselves a diverse employer and why?
S: Um *pause* I would say probably on the face of it we’re probably not that diverse in that we’re not very multicultural everyone’s Caucasian that I know of that works for GDH in terms of male female split we’re probably lower than other construction companies um I know that there is data sort of uh data published from sort of the major companies I know Tarmac do it were they publish their male female split and I think they even may look at the wage average wage of a male or female and I guess probably if you look at GDH particularly from an operational side there arent many females in the workplace I suppose
LA: When thinking about the job advertisements we’ve posted within the last 12 months, do you feel there is anything that we could say in our advertisements in order to encourage a diverse range of applicants? 
S: Uh other than obviously stating that we encourage applications from uh from all walks of life I suppose other than that I’m unsure whether we could do much more I think some sometimes you hear about sort of positive discrimination in a way where uh you have to commit to employing an x amount of females and x amount of non-Caucasian people uh and I wouldn’t say I necessarily agree with that I was involved with installing Asphalt plant in Birmingham for uh Tarmac and there was a lot of criteria set by Birmingham council along those lines in terms of non-Caucasians females and uh I probably as a people manager you wanna go for the right candidate whether you get feel with the qualifications and experience they have because if you get the wrong person that can always cause you a lot of hastle as a people manager and a lot of the time that that I suppose in a way could be discriminatory as they could be Caucasian they could be non-Caucasian they could be male female but generally you wanna go with the best candidate and not be tied to any sort of framework
LA: So at present do you find our current advertisements effective? 
S: Yes I would say so especially recently with moving onto Facebook uh I think LinkedIn is another avenue we could start to use as well particularly perhaps for slightly higher positions because generally there’s a lot of management people on LinkedIn and that can uh potentially open a new field of people for us um but yeah I think the applications we get are quite reasonable yeah
LA: 90% of non-office based role job applicants within the last 12 months have been male, why do you think this percentage might be so high? 
S: Um *Pause* I think some of it is gonna be down to location uhh being in sort of West Wales sometimes trends and sort of things like that are a little bit slower to get down here if you look at someone like Tarmac I think it would be slightly higher than 10% in operational roles not a massive amount higher but I think it’s seen as a traditional male dominated uh arena uh but sort of yeah the experience I have of females working in the industry is that they can do just as good a job as males and just for some reason they don’t seem to apply maybe it comes back to that trying to make it attractive to apply for as a job
LA: Have you personally experienced any barriers with recruiting diverse individuals, such as younger or female workers, when working within this industry? 
S: Um *Pause* I wouldn’t say so in terms of male/female I suppose the only barrier there could be is in the quarry industry generally you have to be over 18 and that can I suppose be a barrier if you’ve got somebody that you think is capable admittedly at 16/17 there’s an appreciation of risk it’s scientifically proven to be lower and maybe they are more at risk so maybe 18 there’s a good reason for it but yeah that’s the only barrier I can think of I’ve experienced

LA: Do you see any barriers that we could face in future as a company if we put more of a focus on diversity into our recruitment strategy? 
S: I think potentially females may experience a little bit of discrimination in terms of sexism uh in the early days because we’ve got so few I think uh you know we could fight through that and get to where we want to be um yeah uh I think that possible as an operator roles I know the operators and generally how they behave there could be some issues in terms of sexism in that 
LA: Can you see there being any issues with expanding opportunities for flexible working throughout the organisation post-covid as a way of attracting a more diverse audience and can you please explain why?
S: Um I think flexible working for office bound staff is a potential but when you’re working on operational sites you need to physically be there at the times required you know from a surfacing perspective we need to operate at particular times for uh the general public to ease the disruption on their part uh and we’re bound by the requirements of the client there so for a desk office job possible but I don’t think we do it for operational 
LA: Do you feel that for the roles that it would be applicable to that it could have a benefit on our recruitment?
S: Definitely um if you look at myself I travel an hour and ten minutes to get here every morning um some days I could defiantly do more things at home and work at different times I wouldn’t say there’s a barrier in place for me not to do that at the moment it’s just sometimes at the moment it would be frowned upon because it’s not done very often here and yeah I think you know there’s ways I’m looking at to counteract that cost of travel and the environmental impact is that at the moment I’m looking at getting an electric car and uh Nick has agreed to put an electrical charge point here on site here so that’s something that could sort of uh ease that burden of travelling to work is electric cars in future so
LA: What benefits could you predict we may see from having a diverse workforce? 
S: Um *Pause* I don’t know that there would be any more benefits um there would also be no sort of negatives either I think uh we should be as a responsible employer capable of employing a diverse workforce and it not having any real operational impact that I see 
LA: Do you have any ideas or thoughts on what we should put a focus on to achieve any potential aims to become a more diverse workforce?
S: There’s a social media angle in terms of uh positively promoting diversity uh so that could be a focus on particular members of staff in the operational arena that do well you know um in terms of females in the workforce we had an engineer in the civil engineering department who’s name escapes me because I only started as she was leaving more or less uh I can’t think of her name now but you know she was very confident in what she was doing and she was more than capable of doing the job and maybe showcasing cases like that on Facebook can maybe allow females to think open their minds a bit to what possibilities there are in the industry because you know I’ve got a daughter who’s 14 and I don’t think it’s ever crossed her mind to be involved in this industry and I’m probably guilty of it never crossing my mind for her to be a part of this industry so yeah I think it’s really some case studies of women who are doing well
[bookmark: _Toc84844574]10.2.3 Respondent Three (Female, 48y)
LA: What comes to mind when you think of equality and diversity?
R: *Laughs*um what comes to mind when I think of equality and diversity?
LA: like what do you think of when you think of equality and diversity?
R: Um everybody being treated equally no matter what their disability or you know whatever race they are or what the culture is
LA: Would you say that this is a topic that you've heard a lot about or a topic that you feel you're fairly educated on?
R: I'd like to think that is the topic that I'm fairly clued up on yeah sort of has been a topic in the news over the years hasn't it and discrimination and things like that is obviously at the forefront so yeah uh I would say that I'm particularly clued up on it
LA: Would you say that you would benefit from receiving further information on equality and diversity?
R: Not really you know I don't think there's anything I wouldn't already know if you know what I mean no not really I'm pretty clued up
LA: Do you feel at this current moment in time we could consider a diverse employer and why?
R: Um yeah I think so I've taken part in some interviewing as you know we've had people come in who have you know maybe had an injury or a back injury or uh had an illness or something like that and it's never been part of the interview process or hindered you know the process or made us make a decision in anyway you know I would say we don't really discriminate against people from what I've seen anyway in my experience I think that we've been pretty good at giving everyone a chance and we just get whoever's fit for the job
LA: When thinking about the job advertisement we've posted within the last 12 months do you think that there's anything that we could say in our advertisements in order to encourage more diverse range of applicants?
R: Um I don't really know how you would how you could put some something like that out because an out of advert is out to everybody anyway it doesn't say you have to be 6 foot tall or that you have to be fluent in this or another or you have to you know and you can't do this and you can't do that it's open to everyone so I know some companies have that within their motto's about diversity and believe in giving everyone a chance but yeah I don't know do we have some kind of mission statement like that or
LA: Not currently no
R: Uh it might be quite good if we did because at the end of every advert you had it as in this is where we're heading sort of thing is this is what we believe and then people know that you're open to anything they know you're not discriminating on anyone or you know
LA: So do you find our current advertisements effective?
R: Yes and no we only went through indeed but then we tried a few different things didn't we but I think the problem that we have down here is that I don't know how much of a pool of people we have available to us you know most people around here tend to go for farming or to tourism you know whereas you go closer to Swansea or Cardiff people are more office admin or finance over there I think but
LA: So do you feel that our workforce is reflective of the area that we live in?
R: I suppose it is in the way yeah yeah because a lot of people don't want to be travelling far anyway we're not the most densely populated area anyway so it does restrict us on the opportunities for people I think
LA: 90% of non-office based role job applicants within the last 12 months have been male why do you think this percentage might be so high?
R: Non office based maybe because physical work like Can you imagine me driving a truck *Laughs* I'd love a go it could be that it could be you know that men are more into the manual labour side of things operating machinery it’s not discrimination you have women who are mechanics you have women you know who do all sorts of trades but I think just because of the sheer strength that you'd need for some of these positions that might be why you know office space you don't need any of that do you you're just at your desk it's a different set of skills you need then isn't it
LA: Have you personally experienced any barriers with recruiting diverse individuals such as younger or female workers when working within this industry?
R: Can you say that again that's a long one *Both Laugh* 
LA: Have you personally experienced any barriers with recruiting diverse individuals such as younger or female workers when working within this industry?
R: I haven't I haven't taken any of that into account whoever has come into the interview you know is how they perform in the interview their their abilities the skills and I've just gone off that I've not looked at their ages or looked at anything else it's purely who just be best fit for the job in my eyes
LA: Do you say any barriers that we could face as a company if we were to put more of a focus on diversity into our recruitment strategy?
R: Uh I don't know I mean it depends what you mean by when you say diversity you know you talking about people who are in in wheelchairs and things like that I mean access rights you know um how accessible is the building for maybe somebody who isn't as mobile yeah it's a difficult one any restraints I mean you know there might be some people within the organisation the aren’t as open nowadays as everyone maybe that could cause conflict it just depends in what aspect you mean in the diversity thing I'm not very good at explaining myself um personally it would be the access point movement around the building and if everybody is happy to be diverse then that's fine but some might be not so as they have old fashioned ways of thinking there could be a bit of conflict there but then they have to change don't they
LA: Can you see that being any issues with expanding on flexible working throughout the organisation and the post covid world and can you explain why?
R: Well for one I'd love to do hybrid working I would love to do a bit of that I think it's a lot better work life balance well I've done a couple of days at home I've probably done a lot more work then when I'm here because there were less interruptions on so yeah personally I would relish a day or two personally I think a lot of people now have had that experience in other jobs and so now they expect it I've got a friend who works in agency and they've been working from home since COVID and now their employers are expecting them to go back to work she's getting them all going on the phone saying they want another job and to work from home because that's what people prefer and to be in that sort of environment where is someone who likes mixing and socialising I think a nice balance would be one day a week or something like that just for you to have that extra focus and catch up maybe or it's hard to explain especially with people who lived further away you know then that opens up a whole wide if you've got people who work from home they could be living in London so you're going to be accessing a lot more people if you did open up flexible working like that
LA: What benefits do you predict we may see from having a more diverse workforce?
R: *Pauses* what benefits? Uh that's a difficult question I don't know to be honest I don't know how to really answer that one *Pauses* I think whoever you bring into a company they bring something why it should be more it just opens up more to more people I suppose more options fresh eyes on things it's a tricky one to answer it's a healthy way of way again
LA: Do you have any ideas or thoughts on what we should focus on to achieve any potential aims to become a more diverse workforce?
R: *Laughs and Pauses* Um say the question again
LA: Do you have any ideas or thoughts on what we should put a focus on to achieve any potential aims that we may have to become a more diverse employer?
R: Not really the only thing that I would say is the flexible working hybrid working and then you know you might have someone who is a fantastic QS for example but they can't physically get into the office and already you got a skilled member of your workforce that potentially couldn’t have possibly access the building if they are in the wheelchair or do you know what I mean so there's ways of improving your workforce that way but yes it’s a bit of a tricky one that
[bookmark: _Toc84844575]10.2.4 Respondent Four (Male, 67y)
LA: What comes to mind when you think of equality and diversity? 
R: Um well as an individual and an employer we need to remove barriers really so we shouldn’t prejudge anybody based on their race, colour, sexual orientation male or female so everybody can be treated exactly the same
LA: Would you say this is a topic that you have heard a lot about or are fairly educated on? 
R: Yeah I believe so I think it’s um in the news really so I think we’ve been pretty made aware of some of these problems that some people have and in society and in the workplace
LA: So do you feel that you may benefit from receiving further information on diversity? 
R: I think so I think we’re always uh need to learn and understand better so yeah there’s always a benefit 
LA: Do you feel at this current moment in time we could consider ourselves a diverse employer and why?
R: Um probably at this moment in time I’d say no because if you look around us we are missing certain types of people in the organisation and I don’t know why that is whether those people aren’t suitable for the jobs but um for example we don’t see any coloured people here anymore whereas at one time there were a few um I’m not saying that that’s our fault but it becomes obvious if you employ 250 people you expect to have other ethnic minorities amongst you you know we might not have any other Europeans working here I’m not sure we did have a Polish guy at one time but you know it does seem a bit strange that an employer of our size that we don’t have more um diverse employees then
LA: When thinking about the job advertisements we’ve posted within the last 12 months, do you feel there is anything that we could say in our advertisements in order to encourage a diverse range of applicants? 
R: I think we need to make it really clear in advertisements that we raise that the opportunities are open to any person regardless of what they are I think we just need to emphasise that
LA: Do you think that our current advertisements are effective? 
R: Um I’d probably have to say no because the results are not showing within the business um like I said earlier you would expect in a business this size to see more diverse employees so I would say at this moment in time we’re not being effective in what we’re doing 
LA: 90% of non-office based role job applicants within the last 12 months have been male, why do you think this percentage might be so high? 
R: Um it’s probably to do with the type of business we are um being in um quarrying civil engineering you know it is a male dominated business because of the physical requirements of it you know there are people in the office staff there is a lot of females when we come to site work I think it’s gonna be a lot more difficult for a woman to undertake the tasks um saying that we have had um management female management on sites and they’ve been quite effective and I um deal with females from other companies on the management side and you know um they hold their own with their male counterparts
LA: Have you personally experienced any barriers with recruiting diverse individuals, such as younger or female workers, when working within this industry? 
R: Um no I haven’t the only thing I’d say is we need to encourage the younger ones more as a business because we are quite a big employer in the area we need to be offering apprenticeships and feel like we’re repaying society for the type of business we are in and giving more opportunities to young people so we need to try and get a higher percentage of apprentices and young persons working for us and a lot of the staff in the company are getting a little bit elderly so *Laughs* um you know if the business is gonna succeed in the future it needs to bring young individuals to replace those older people as they retire I think with females I think we I said earlier I don’t have an issue at all with females working in the environment that we’re in other than the physical tasks out on site
LA: Do you see any barriers that we could face in future as a company if we put more of a focus on diversity into our recruitment strategy? 
R: No not really no barriers at all in fact I think uh generally society is becoming more open and more inclusive because we’ve we are trying to bring everybody together and I think in long term that would be good because there shouldn’t be any barriers to any person no matter who they are what they are 
LA: Would you say the reflection of our staff at the minute is actually a reflection of the area that we live in?
R: Um yeah it probably is because if you look at the county for example we still are quite generally a white population most local people with some other Europeans and um you know when you look at other employers say for instance the health service they are much more diverse because they have to be to get the right quality of people working for them I think where we are were a little bit almost isolated from reality down here so um if you go further East for example once you go into Swansea or Cardiff things change quite dramatically then 
LA: Can you see there being any issues with expanding opportunities for flexible working throughout the organisation post-covid as a way of attracting a more diverse audience and can you please explain why?
R: Um it’s quite difficult in our organisation to um work at a distance if you like from it uh although some of the management stuff could do it to some extent it’s very much a hands on business and you have to be available meeting other employees on a regular basis to you know go through things with them and explaining things to them and um face to face that’s much easier and because we’ve got a large uh labour force you know they need managing on a daily basis so you have to be fairly close contact with them regularly so I think the type of business were in it would be extremely to um to work in isolation and then um work from home or anything like that I don’t think it works particularly well in our business 
LA: For the roles where it might be more applicable say office based administrative roles um do you think that could be beneficial for recruitment if they were advertised as a flexible working arrangement?
R: Yeah I think so particularly with office staff where possible they’re going to be female and may have families and that the issues that can give you you know um with childcare and things so yeah you know I think that could be of benefit I think when it comes to the physical side of what we do as a business it won’t work um but I see no issues with the office staff um you know today we have mobile phones you can access all your information via the website and through the internet here there’s no reason why some of the tasks couldn’t be done you know 99% from the home location you know
LA: What benefits could you predict we may see from having a diverse workforce? 
R: I think um it just makes everybody in the business feel that they’re doing something for society I think uh we have to be generous to other people really who may be in less fortunate positions to ourselves so yeah we have to be open to them and assist people wherever we can so if we can be more flexible um then that will promote that really
LA: Do you have any ideas or thoughts on what we should put a focus on to achieve any potential aims to become a more diverse workforce?
R: *Pause* Uh I think office based staff can certainely make use of spending more time working from home and that would improve make it easier for particularly female staff to work um I think when we come to the actual workforce side I think there we have to really just try and bring other types of people into the organisation who maybe feel a bit distant or worried about joining us so uh we have to be consider to the others and certainly give them opportunities that maybe might not get elsewhere but uh I think we as an organisation would should be looking to be more diverse more open and give opportunities to others who are less fortunate maybe um finding difficulty finding work
LA: Why do you feel that they might be apprehensive?
R: Um I think um because we are mainly a white dominated workforce or English Welsh speakers that can be quite a worry for some people to get into that environment but it’s up to us to dispel that really uh make sure that our staff employees treat others with the respect they deserve so that um when they are here they feel part of the big family if you like and um and are happy to work with us you know when people join generally speaking if they show they’re metal and you know they’re worth you know they can do their job then they’re accepted fairly quickly but it’s just getting them giving them that opportunity really and to gain that bit of confidence you know that they can that job and that they will be accepted by the rest of the workforce
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LA: What comes to mind when you think of equality and diversity?
R: Equality and diversity for me is um all people of uh colour um sex ability and disability so all inclusive really um and gender um and sexual gender comes into that as well so so yeah that’s just my understanding of it fully support it in the work environment um as long as they can demonstrate that they’ve got the skills that we’re looking for 
LA: Would you say this is a topic that you have heard a lot about or are fairly educated on?
R: Um I’ve heard a lot about it from my previous roles before I joined GDH um I worked for a couple of corporate companies where it was very prominent more so uh over recent years I’d say the last 10 years I’d say it come more and more to the four as it has in society anyway it’s it’s become more sort of um uh prevalent in society um Enterprise uh were very big on empowerment of women in the workforce as well the actual daughter of the founder of the company was the chief executive globally um and she was very much empowering women to take on more and more roles within the business um and being such a big company diverse ethnic backgrounds and also um uh from the disability side of it they were very conscious you know that they need to employ provided they have the right skills obviously and accommodate um individuals who had those disabilities anyway so yes it’s something I’ve been aware of from previous employers would probably be my easiest answer *Laughs* 
LA: *Laughs* Do you feel that you may benefit from receiving further information on diversity?
R:  Yeah I mean um I think as some of the roles probably changed since I you know the employment law that was around may have moved around since I was particularly involved in it on a on the whole face as such uh but yeah I think the more information there is out there in the business the better it is and it gives us the opportunity um to it doesn’t matter you know bring talent into the business it don’t matter what the gender you know if they have a disability the colour of their skin you know whatever it is you know there shouldn’t be a barrier to bring talent into the business and progresses us forward really 
LA: Do you feel that at this current moment in time we could consider ourselves a diverse employer and why?
R: Um I’m not well I’d say yes to a certain degree um I think where we are in uh geographically probably doesn’t reflect that if that makes any sense because and the type of industry we are in uh that and the talent pool that we have to pick from in terms of Pembrokeshire Carmarthenshire is probably isn’t as diverse as we probably would hope it would be to be all inclusive um but I think you know as as you move more you know Cardiff Swansea that area that pool increases in a way you can look for that talent over and above what seems to be available in you know a rural community if that makes any sense but you know the opportunity there is if we can entice that away from uh you know the bigger incentives in to more of a rural environment to offer positions and jobs you know it’s enticing them to come and having an offering that they feel yeah you know that sounds like it’s for me or not you know that’s the case maybe you know I think that goes against as a business is where we are physically located unfortunately it is what it is if you know what I mean but yeah you know obviously yourself there’s a team of uh yourself you know Vanya has come in uh HR so you know certainly from the point of employment of women we’re ticking that box um we don’t have we don’t seem to have different races here at the moment but again it’s where we are and um you know disability um we’re probably not geared up for that in the in the business we’re in but I’m sure you know I feel 100 percent confident if we had talent that um we wanted to secure that the business would accommodate it and uh you know will allow us to employ that person if you know what I mean so yes you know I think we’re there but it’s where we are doesn’t support it there’s not enough to to have it as visible as it could be I hope that makes sense *Laughs*
LA: Yeah yeah *Laughs*
LA: When thinking about the job advertisements we’ve posted within the last 12 months, do you feel that there is anything we can say in our advertisements in order to encourage a diverse range of applicants?
R: Um what what I’ve seen no I think we’re doing the right thing um particularly from my side of the business it’s the talent pool has diminished as it’s not a sexy enough job for the younger generation unfortunately um so that’s what we’ve just been talking about but uh you know um you know I answered an advert I’m employed by the business um um and what I’ve seen going out I feel is appropriate and um would attract the the talent if it was out there um I can’t comment on other parts of the business because I don’t see their responses but certainly my frustrations are in in the industry wide one that everybody is experiencing and you’ve obviously see it with the drivers not there’s a short fall of and you haven’t got certain things on the shelf and all that type of stuff it is one of those industries that’s been dying of a talent pool for a number of years you know I’ve been well I’ve been in this industry 30 years and I would say for the last 15 years it’s been initiative it’s been initiative it’s been initiative and as the older guys finish there isn’t anything you know no succession we’re reasonably successful here that we’ve had apprentices that have come through unfortunately some of them have taken the option to move on but that’s life you have to you know put up with it but there isn’t a big enough pool out there to to be able to I don’t know pick and choose I probably don’t know the right word but to support the industry in general if you know what I mean and unfortunately now we’re in a situation where those who are out there are demanding you know to secure the talent you’ve gotta sort of you know you gotta pay a lot of money to get them in that then affects the talent you’ve already got *Laughs* so it’s an ever growing situation really you know but um I think that’s just the world we live in at the moment you know so 
LA: Yeah
R: but yeah with regards to us you know everything that I’ve seen you know yes we tick all of the boxes in trying to secure talent um it’s just saying my bit it’s just there’s not a lot of it out there unfortunately so that’s an honest answer there *Laughs*
LA: Thank you, 90% of non-office based role job applicants within the last 12 months have been male, why do you think this percentage might be so high?
R: Um it’s all you know uh speaking from a workshop perspective of course a little bit on the other jobs we do I guess it’s always been perceived as a male dominated role um uh um and a male environment um it doesn’t have to be I think it can be all inclusive um male and female um again I think it comes down to geography as well and where we are you know um and what I guess uh female um talent if you want to call it that are offered then at school level and college level as to what what is out there you know how many have considered you know okay you know I wanna be a quarry manager I don’t think uh that is um evident in in in schooling if that was to attract them you know I’m not saying  that the world that the business can’t be uh be equal opportunity I think it can be definitely 100 percent but I just think you’re steered away from it as a female at a younger level I mean forgive me but I think that’s my personal opinion of it you know I think um I think you know there’s more opportunity where careers people and things like that come in to say well you know your sort of demonstrating this there is an industry that you could go into that’s perceived as a male dominated where you could make an impact uh within in it which which again I think is proven with a number of sort of um *inaudbible* and academics and other industries now that are female and have triggered businesses into you know the success they are today you know but Enterprise being one of them easiest example for me to quote 
LA: Yeah
R: you know and um I guess having that figure empowers more women to to join the organisation if you know what I mean you know so yes I think it’s just again geography and the perception that it’s a male orientated uh work job or whatever you want to call it employment uh position 
LA: Would you say then we’re quite a large local employer um would you say that we should have more of a presence in you know local?
R: Yeah I would say for me yeah we did it with when we were with Birntree um sorry Birntree was bought out the enterprise so it’s basically the same but uh when I was with Enterprise and Birntree what we did was we had um we had uh female sales colleague and she went out to schools
LA: Oh okay
R: and said look you know particularly when they’re coming up to make their choices taking their exams there is an industry in the area you know we’re looking for talent male female etc I doesn’t matter your ethnicity or whatever you know this is what were about if you’re interested you know get in touch so maybe again I I don’t know whether it works in this area but maybe that’s something we could do as a business is to have a bit more of a presence in in schools uh that would demonstrate to all all the pupils that you know there’s an industry that it doesn’t matter if you’re male or female you can enter into and you know there’s success there if they want to you know join it and do well in it I guess that’s what we did previously and we did you know we we found that you know we could you know use some talent from that as apprentices male and female um in certain roles so yeah so that would be my sort I think we need to sort of explain to people it’s not just I know it’s a dirty job some of it but you know um the way technologies advancing and certain things it’s probably not as it was years and years ago if you know what I mean so yeah but that would be my suggestion is to you know and maybe community you know like um like an open day or whatever I think we did try that once before but if I remember rightly we we had some recruitment from that not necessarily saying at a junior level but certainly from um adult um applications if that makes any sense so you know things like that and it promotes the business as well at the same time then 
LA: Have you personally experienced any barriers when recruiting diverse individuals such as younger or female workers when working within this industry?
R:  Um *Slight Pause* no I’ve gotta say that the companies that I’ve worked for have accommodated again comes to if they had the skill level it didn’t really matter what gender or um ethnicity they were were we just wanted to get the you know right person for the job or to demonstrate they were the right person for that job um so no I’ve been fortunate I guess I’ve worked for a couple of corporate companies that have embraced that uh but prior but in my previous roles but to answer your question personally you know have I come across it? No I haven’t other than what I’ve sort of explained which I think is endemic to geography and where we are in the world if that makes any sense you know
LA: Yeah, do you see any barriers that we could face as a company if we put more of a focus on diversity into our recruitment strategy?
R: Um I don’t think we have any gender issues
LA: Do you mind if I shut the windows? *Loud Banging Noise Occurring from Workshop in Background of Recording*
R: No of course you’re recording yeah 
LA: I just thought because the sound is really loud
R: Always noisy in there mind *Laughs* I don’t think we’ve got any issues with gender equality and the facilities we have um I think we would probably struggle from a disability point of view with some of the access points etc that we have so I think if we were to broaden our horizon to tap into that talent pool there would be some investment required to bring us up to standard to do that you know we’re on two levels if a disabled person was up here how would they get to go and see Kirsty how would they get there those sort of things we’d probably need to look at it that if we are investing in that talent pool there would need to be some investment in facilities etc to accommodate that you know that’s my honest opinion and that would be a barrier at the moment you know we couldn’t offer that without the significant investment if that makes any sense to a person who had the character did have a disability 
LA: Can you see there being any issues with expanding opportunities to flexible working throughout the organisation in a post-covid world as a way of attracting a more diverse audience? 
R:  Um no I mean I think again if the technology and the role permits that flexible working I think it’s attractive to people that have uh you know young families etc or have you know parental they have to look after parents or elderly whatever so yeah again if it’s something that we feel that the the talent base is there to do a specific role I I can’t see that being a barrier as long as they can demonstrate you know that that the level of commitment and the function in that role is is is a role that can be sort of done at home and and and in work um example it would be very difficult for a fitter *Laughs* obviously he couldn’t work from home but you know if there was a regime where we said you know we need some flexibility and we were gonna go for something you know along the lines of you know everybody has a day off you know on a rota and then they need to be flexible so they’ve got some time or whatever and the business can support that and accommodate it it’s an option you know um it is what it is you know I think it’s start having that foresight I guess to look at it and understanding if you wanna secure that talent do we adjust our ways to secure it or do we do we stay in a rigid format and not maybe secure it if you know what I mean but I think COVID as you say has proven that certainly I’d say 80% of sort of non-hands on roles are um achievable to do a split I know uh my wife does it she’s a probation officer she spends 3 days at home  and 2 days in the office you know and that’s working for their business if you know what I mean I think you know yes if it attracts the right palette and that’s what gets things over the line I guess it’s something we should always consider 
LA: What benefits could you predict we may see from having a diverse workforce?
R: Um *Pause* well I think the more diverse you get the bigger the talent pool is that you can attract people into your business from um that’s the example I’ve said you know from my point of view there isn’t the talent out there but you know if you stretch you know like you say if you were to go in to school and um a lot more sort of female um pupils decided I wanna be a HGV fitter it increases the talent pool if you know what I mean and certainly as long as we can support them with the right facilities I have no objection as long as again it comes down to demonstrating that their they’ve got the skill set to do the role that they’re employed to do I I just think that yeah by being more diverse you open a world of opportunities to securing uh different pallets uh better more productive talent that was probably the wrong word but uh secure a better base of talent you know the wider you case the net the more the more talent your likely to catch the same as you would with fish if you forgive the analogy but yeah I think that you be for me in my opinion the more you spread out  um and try to attract uh people into the business from people of diversities ethnicities and gender the better it is all in all for the business you know demonstrates that to clients etc who may be looking at that as a you know do we give them that contract or not as they are diverse or not and it is the case maybe 
LA: Do you have any ideas or thoughts on what we should put a focus on to achieve any potential aims to become a more diverse workforce? 
R: I think it’s maybe like I said maybe *Pause* getting the message out there that it’s not a male dominated business um and that we start to pool from you know uh the female gender if we can um again if they’re interested as well there’s that side of it but I think the more we sort of advertising where were open and accepting to all gender pools diverse pools of employee the better it will be for the whole business you know uh and again it reflects very favourably on other businesses who maybe wanted to deal with us so I think yeah it’s just a case of getting the message out there but were were a company that’s growing and changing our diversity policies and whatever you call it and we want to be more far reaching and more encompassing um as a business as if the talent allows us to do so if that makes any sense yeah so yes so that’s just how I feel really 
LA: Thank you for that
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LA: What comes to mind when you think of equality and diversity?
R: *Pause* Um *Laughs and coughs* to me um equality would mean uh fairness and opportunities for everybody regardless of background class age whatever the group is that everybody should have a fair chance of whatever the issue is so that’s to me equality uh diversity is where um you have a cross section of society would be a good way of explaining it I suppose so you have all people from all walks of life um and diverse people meaning people from different backgrounds cultures um speaking different languages holding different beliefs so uh yeah in short that’s what I think about equality and diversity 
LA: Would you say this is a topic that you have heard a lot about or are fairly educated on?
R: Um probably yes I am fairly educated on it having done my CIPD um a few a couple of years ago not that long ago 2018 but having worked in HR for a number of years I’m trying to think of how long and in people management probably the best part of 20 years which makes me feel really old it’s always been at the forefront of my mind I was lucky when I’d started my working career I’d worked for a company that was in the Footsie 100 where they were already striving to be one step ahead ahead of the game on these kinds of things and making sure that equality and diversity was always at the forefront of everything they did in terms of recruitment um and um internal or external recruitment that is um in admiral insurance um so yeah I feel like for me in my working life I have been brought up around it and it’s I’ve worked in different industries and it’s certainly um how do I put it emphasis on it according to wherever I’ve worked it’s sort of engrained 
LA: Do you feel that at this current moment in time we could consider ourselves a diverse employer and why?
R: No um by not by choice but by where we are we are limited by our recruitment pool so we’re based in Pembrokeshire based in West Wales Pembrokeshire Carmarthenshire is predominately where we operate um a huge part of our workforce is heavy labour jobs um driving jobs things that require physical tasks so it’s no surprise that our workforce are predominately male um does that mean that we are not diverse in our approach? No I think that it’s just the circumstances of the type of business that we’re in um and the availability of the workforce within our area and the recruitment pool limits so it’s it doesn’t let us be diverse as as maybe we could for example if we were living if we were based somewhere um a major city like Manchester or Leeds where you might have similar industries but you have a wider workforce as well to choose from so I think in that question it’s a no but it’s not because of anything we do wrong I think it’s just the way that things are here and the sort of business that we are 
LA: When thinking about the job advertisements we’ve posted within the last 12 months, do you feel that there is anything we can say in our advertisements in order to encourage a diverse range of applicants?
R: Um I think that we need be considerate over our wording to make sure that we appeal to well first of all the right audience and a wide audience so um what we’ve been doing in the last I mean I’ve only been here since November but since you and I have been doing the recruitment that style of adverts that we’ve been putting out are evolving and they are changing *Coughs* excuse me *Coughs* so if we look at um older job ads you’ll see that the job description is quite basic and it’ll say this is what the job is, it might have the pay rate and it might not really tell you an awful lot about the company except a brief background but the job seekers of today now are more interested I think is not just looking at well what’s the pay rate but what the employer can offer them so we’ve got to compete with other employers um we’re a large employer in the county but we’re not the only large employer in the county so we’ve got to be prepared to stand up to the likes of other large companies in the hospitality industry for example to appeal to younger workers and ums o promoting our benefits we make sure we always do that in our job ads and that’s partly why you know if you’re only looking at your pay rate you’re not going to appreciate that the whole package also includes private medical cover employee assistance programme career progression qualifications all those sorts of things which do matter to those starting out in their career maybe more so the um older generations 
LA: 90% of non-office based role job applicants within the last 12 months have been male, why do you think this percentage might be so high?
R: Oh I think I’ve already answered that I think I think largely when you look at the roles we have we have civils division tarmac construction it’s all heavy um outdoor work uh labour intensive jobs and then um we do have a small amount which are sort of office based administrative which traditionally do attract maybe more of a female base than the likes of the labour type roles and if you were to look at different areas so if you were to look at our tarmac gangs I’d say you’re probably not gonna find a women in amongst them and then when you look at our office based staff we’re probably predominately female um or at least half and half I actually don’t know should probably have a look to see but yeah there’s definitely more progress if you were to judge the business and uh took a sample of the staff from the office and said this is representative of G D Harries um it would be totally misrepresentative *Coughs* but uh yeah I don’t think that it’s any great surprise that it is that heavy weighted um in terms of male V female
LA: Have you personally experienced any barriers when recruiting diverse individuals such as younger or female workers when working within this industry?
R:  Yes um coming into this industry at this point so I’m less than 12 months into the role I’ve been in HR for a number of years and the previous places that I’ve worked at have had very different views on equality and diversity and what have you um and it’s a different culture and a different mindset and I don’t necessarily mean that in a negative way but and over the years I have you know it isn’t uncommon for HR representatives to hear comments that they probably find discriminatory that that person who’s been doing recruitment doesn’t see as an issue so for example somebody who might be a young female applying for the job role they may well question how old they are are they planning a family how much time are they going to have out of the business and not looking at the bigger picture of what can this person offer the business can we offer this person career prospects do they fit in the role and I have often thought is there any merit in us when we’re doing uh recruitment do we anonymise the applications so you can not identify the age sex um uh you know anything to do with the individuals uh identity and just look at their skill set alone and I know places that do that I wonder if that’s something that we maybe could consider doing but we are looking at different ways of looking at our recruitment and we are now looking at um for example our our latest job ads now are going out bilingual I don’t think we’ve done that before so you know it’s a step in a right direction so I think a lot of it is we need to educate those with those old mindsets of why it’s wrong and what the positives are to attracting a wider and more diverse workforce 
LA: Do you see any barriers that we could face as a company if we put more of a focus on diversity into our recruitment strategy?
R: Um *Pause* I don’t I don’t see barriers really um except for changing the long standing culture I suppose we’ve we’ve were at a stage in our story of our business where were starting a new chapter so the business started in the 70s and then in 2020 it had new owner ship so going from a family run business to a more corporate lead business so were starting to see changes in how we do things and I don’t see that as a barrier in fact probably see that as more um probably being more open I suppose and moving with the time a bit it is quite a traditional thing I think in Pembrokeshire to having worked in cities that um were probably a few years behind the run of what’s going on in maybe Cardiff Swansea you know um and I’ve forgotten the question in terms of barriers no and I think we’ve got the right management group that’s the biggest hurdle I would say is to get the senior management team on board and I don’t think that is an issue because the senior management team we do have are that way inclined and forward thinking 
LA: Can you see there being any issues with expanding opportunities to flexible working throughout the organisation in a post-covid world as a way of attracting a more diverse audience and can you please explain why? 
R: Can I see any barriers?
LA: Can you see any issues with expanding opportunities for flexible working?
R: Um  *Pause* I’d say in terms of how our office runs our business has had little disruption due to COVID because the vast majority of workers well we work in construction so we were able to continue operating and um a lot of our workers were outside it was easy to put measures in place the small minority of staff that then that were office based they were affected um but we were able to make put measures in place to minimise the the impact then and it was almost business as usual with with safety restrictions in in hand but in terms of flexible working I think that we definitely need to be considering that more we’ve 1 or 2 staff members that do operate um flexibly and um their productivity there’s no question it’s all fine and there’s certainly more opportunity I think that should be afforded to others in the business who could work partly from home partly in the office did I answer your question? 
LA: *Nods* Do you feel as though this could have a benefit on recruitment?
R: Yeah without a doubt particularly when you look at the old way of working used to be 9 to 5 you know Monday to Friday 9 to 5 is an old tradition because of how work houses used to work well we don’t have that anymore so why are we still going on this the way of working it’s when you think of it like that it’s a bit odd and you’ve got people who are starting out families or people who have grandparents wanting to support their children with their families who have got restrictions in place so I think people could actually work longer because they’re able to do that their you know if they were able to work flexibly um and people who were maybe coming back from maternity or trying to manage to work while having to do the school run or support for family members who are unwell so caring roles that they could still manage to work their hours around it so something like an administrative role wouldn’t necessarily need to be done between 9 and 5 of course there’s gonna be some elements that will but um there’s nothing to say why that role couldn’t be 8 to 12 that person can go to their caring responsibilities in the middle of the day and fulfil the rest of their hours at home um or whatever it might be but its looking outside thinking outside of the constraints of office hours would open up a heck of a lot more opportunity 
LA: What benefits could you predict we may see from having a diverse workforce? 
R: Um *Pause* I’m not I said before that were not diverse I think actually that what we are were representative of the industry in a rural community um I don’t think that we are actively excluding particular groups but neither are we actively pursuing them but not because were actively discriminating it’s just that their not there so I’m not sure how to answer that can you say it again 
LA: Can you see any benefits or good things that might come out of introducing a more diverse workforce?
R: Definitely because you’d have more of an understanding of peoples backgrounds peoples beliefs um more empathetic maybe way of working but again I don’t think were not deliberately excluding anybody I just think that it’s largely *Pause*  inherent in the business because of the way it’s been for so long and the culture and the nature of the business that we can’t be as diverse as other businesses but I would encourage uh the management board when were looking at recruitment to you know for example lorry drivers if we have got a female lorry driver apply which you know the few and far between I’d be encouraging them to be considering them in the same way as they would a man or ethnic background you know nothing should be taken off the table and I think it would be beneficial because then you have a good mix of people and not just one type of people or a limited number of people 
LA: Do you have any ideas or thoughts on what we should put a focus on to achieve any potential aims to become a more diverse workforce? 
R: I think that we need to be doing more around concentrating on what makes an employer of choice an employer of choice because that doesn’t exclude or target any one group and it looks at well what is it that the that the workforce or the the job seeker looks for um so looking at our benefits or values I don’t know if we actually promote our values I don’t actually know what the values are um do we have a you know what’s our goal and sort of as a company does that go through all of our strategies I don’t think that they do things are quite sort of disjointed so I’m starting to answer a different question now sorry so yeah it could only we could only gain from it we shouldn’t be close minded the only way to move forward is to be open minded and that’s across all aspects of running a business including recruitment not just recruitment including the whole shebang we should be open to new ideas and forward thinking 
LA: Thank you

[bookmark: _Toc84844578]10.3 Action Plan for recommendations 

	Problem Statement
	Actions that can address the problem
	How will you implement the identified action?
	What will success look like? 

	No regular communications with local schools or colleges to promote careers within GDH 
	· Regular contact with schools or colleges about our career opportunities 
· Have more of a presence within these school/colleges
	Have regular communications with key contacts in careers within local schools and colleges to promote apprenticeship/work experiences that we have available and to explain what skills we may require students to have or what programs they may need to join to go down particular career paths. 
To attend any career days where we can as a way to have more of a presence within the local area as an employer. This would be especially be useful to promote apprenticeships for roles within GDH that have severe skill shortages at present.  
Costs will be incurred through time and effort from HR and relevant line management to prepare for and attend career days in these schools/colleges as well as the time to commit to regular communications with these institutions. 
	· By how many apprentices we take on by the 31st December 2022 in comparison to 2021. 
· If we manage to fill positions in departments who are experiencing skill shortages 
· The formation of stronger relationships with schools and colleges and how many referrals we get through their career’s personnel  

	Minimal flexible working arrangements across the organisation 
	· Assessing which office-based roles could be adjusted to incorporating a flexible working arrangement 
· Having a set budget per year towards equipment that would allow a larger percentage of workers to work from home
	Communicate more frequently with line mangers to work out which roles could be managed with flexible working arrangements, whether that may mean working from home for a certain number of days a week or on a more full-time basis. 
Advertise flexible working on our job advertisements as a way to encourage females, those with caring obligations or disabled individuals to apply for roles with us.
Keeping a certain amount of money aside a year in order to have the correct equipment for employees to work from home (laptops, Microsoft packages, mobile phones etc.). Aim for a certain amount of people to be granted this option per year.  
Costs will be incurred through HR taking time to assess the situation and organise for this option to be available. A budget would need to set aside for the cost of laptops, dongles and mobile phones for the flexible workers. There would also be a cost if productivity were to go down due to flexible working arrangements, or alternatively, we could save money through increased productivity. 
	· If by 31st of December 2021 we manage to incorporate a 10% increase of flexible working arrangements in comparison to 2021. 
· If we get greater interaction or a larger diverse pool of applicants when we advertise for roles which do incorporate flexible working. 

	Not enough social media presence to promote apprenticeship/work experience opportunities 
	· Using social media avenues such as Facebook and LinkedIn to promote our opportunities
· Promoting positive stories of younger and female workers to encourage that demographic
	Identify throughout the organisation where we have younger/female workers throughout the business and see whether they’d be willing to share their experience of working at GDH for us to use on our social media avenues to try and go against the stigma of being a white middle-aged male dominated industry. 
In general, having more of a presence on Facebook and LinkedIn in order to promote our opportunities and values as a way to boost our recruitment pool.
Costs will be incurred through time being taken by HR to speak to and promote these individuals, as well as time taken from the employees working day. Also, there may be some costs associated with posting on social media depending on how often we post content. 
	· If we manage to have a higher statistic for the number of female or younger employees by the 30th April 2022 in comparison to the current statistics from 2021. 
· If we have a successful amount of interaction (Likes, shares, page likes & comments) with our posts on Facebook and Indeed as we begin to post this content. 
· Whether we have attracted a larger pool of candidates after using these social avenues to promote these demographics. This can be assessed through looking at our average number of applicants against the average number of applicants on 30th April 2022 (6 months’ time). 

	A slight lack of knowledge from line management to enable us to spread knowledge about equality & diversity in the workplace 
	· Updates where applicable on employment law and the importance of following fair practices when undertaking the recruitment process
· Update all relevant line managers of any news or facts (internally or externally) relating to equality and diversity for them to enable them to pass this information down to their workers
	Actively encourage line managers to interact with these updates and to pass any relevant information down to their team by highlighting the importance of equality and diversity within the workplace.
For regular emails to be sent through HR to line management to update them with any important changes in employment law that could relate to equality and diversity in order to continuously educate line management on the importance of a fair recruitment practice. 
Costs will be incurred through time taken for HR to put the communications together, for the research into the information and for time taken for line managers to engage with the content and to pass the information down to their teams where relevant.

	· Whether HR experience more conversation with line management relating to the subject or that line managers interact with HR through the emails as a way to get clarification on the topic. 
· To hear from line managers that they are encouraging this conversation throughout their teams. 




Gender of Non Office-Based Job Applications 	
Male	Female	471	53	

Gender of Office Role Applicants 

Gender of Applicants 	
Male	Female	29	8	
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From: Lisa Allen

Sent: 24 August 2021 10:59

To: Vanya Rose; Richard Harris; Shaun O'Mahoney; Jonathan Hope; Rhian Hayes;

Richard Burton
Subject: Thank you and Supervisor Information
Hello all,

I would just like to thank you for taking the time last week to take part in my research | really appreciate it.

Just to make you all aware if you wish to raise any concerns at any time you can also contact my project supervisor,

Emma Roberts, her email address is e.roberts@uwtsd.ac.uk

Thanks again,

Allen

HR Team

01834 862361
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