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Making decisions in the construction industry can be make or break for a lot of construction projects due to fine margins to be able to make profit, and the result of pricing to win the project over other contractors. Missing simple aspects from the bill of quantities like only pricing for 2 bus stop shelters instead of the 3 that are on the drawing, or underestimating the ground type, services present and earthworks involved, can all lead to numerous substantial losses in cost and time. However, what makes this decision-making process even more complicated, whether it is for the purpose of resurrecting mistakes, or in the pre-construction phase, or during the programmed scope of works, is having to accommodate for the professional and ethical practise of making decisions. 
There are many characteristics to professionalism in the construction industry. Attitude should be positive to increase productivity and project success, Appearance is important, maintaining PPE, wearing the correct PPE etc are important for the image of the company. Behaviour should be calm and well-mannered, Vocabulary and the use of correct terminology, and lastly mindset. Professionalism is measured by the following characteristics, per Elsabé Manning's book "Up The Corporate Ladder - Professionalism in The Workplace," which she wrote. These characteristics include “responsibility and accountability, business etiquette, telephone and e-etiquette, manners, communication, relationships, competence, respectfulness, trustworthiness, empathy and compassion, emotional maturity, and image.” (Anon., 2018).
The importance of this is due to the responsibility that the key professional roles of individuals and groups in the company hold. The key professional roles are, Quantity Surveyor, Construction Manager, Architects, Civil Engineer and more. They are responsible for producing drawings, preparing specifications, and contracts. They have to manage time, costing, resources, labour, material and more. Therefore their roles require them to make decisions on a daily basis, but not simple ones like what time they decide to take their lunch break, but decisions which have consequences which can have an ethical impact and need the experience and knowledge of professionalism. They have to consider stakeholders on lots of their decisions and whatever they decide to do, they must conduct their approach in the proper way (Anon., 2018).
The ICE Code of Conduct is a guidance that members must adhere to so that they can act in a professional and ethical manor in their profession. ICE defines ethical behaviour simply as ‘doing the right thing’. Members should be truthful and honest to clients, colleagues and anyone else they interact with. 
Their Rules of Professional Conduct are as follows. Their members should act with integrity when conducting professional duties and consider integrity in their behaviour as their members represent the institution and civil engineering profession. Their members should be confident and competent in the work they accept. Public interest, especially in the matter of health & safety and the impact on future generations, shall be respected by members. This extends to regard to the environment and managing the sustainability of natural resources. Lastly, their members should continue to improve their experience and knowledge, skill and competency, and should aid the education and professional development of others (Anon., 2017).
ICE measure and expect members to apply these values by doing the following. Members should conduct their professional duties with complete objectivity and acting impartial. They should respect confidentiality of persons they have had dealings with in their duties. Members should have due regard towards clients. They expect their members to be aware of and take action into making sure they are insured either personally or through employment (Anon., 2017).
One of the most important values ICE states is that all their members should have consideration to colleagues and any other persons, acting without bias, and with respect. They should never discriminate against race, age, sex, religion or disability, and therefore should not favour a person due those reasons. This is especially important is it is both a professional and ethical value that members of ICE should adhere to, especially when making decisions in the construction industry for example choosing to/not to employ someone (Anon., 2017).
Furthermore, ICE list more professional and ethical responsibilities that their members have such as not taking part in any forms of bribery, fraud, extortion, deception, collusion, or any other corruption. Again this is a professional and ethical responsibility that members of the construction industry should be accountable for (Anon., 2017).
The importance of professionalism and ethical behaviour is clear from ICE, as an institution of the industry has produced a code of conduct in place of the theme. They value the importance and want their members to share the same ethos.
 An example of misconduct and the absence of professionalism was in Buemer Group UK Ltd v Vinci Construction Ltd 2016. Vinci was the main contractor for the baggage handling system at Gatwick Airport. Vinci subcontracted the work to Buemer. Buemer sub-subcontracted part of this work to another company called Daifuku Logan Ltd. Vinci and Buemer had a disagreement, and it couldn’t be resolved so it fell to an adjudication. What was unkown to Vinci was that there was also an on-going adjudication, with the same adjudicator, between Buemer and Logan. Logan was making a claim against Buemer, however, Buemer even though Buemer was defending this claim, they were advancing the claim against Vinci, whilst all of this was going on with the same adjudicator. The incident concludes with the court ruling that the adjudicator had the responsibility to inform Vinci what was taking place, furthermore, Buemer also had the responsibility to have prevented this taking place and had acted with misconduct, “buemer had not done the right thing”. The case reinforces the importance of professionalism and the act of pursuing disputes in an ethical manor. An external adjudicator or arbitrator should be used to resolve disputes, and should not be related to either party in any way (Anon., 2020).
To measure professionalism in the construction industry we can implement structure to the business and then measure the outputs. Firstly we identify the purpose of implementing and monitoring professionalism for example, the company has a desire to improve trust and confidence from the public, customers, potential tenders, and any other stakeholders. To achieve this the company implements a code of ethics and conduct. The company can introduce targets for CPD. The company can also require minimum qualifications for positions such as senior management, and this in turn will help build trust and confidence in competency. The result of this is that knowledge and skill level can improve, better communication and quality of work, incentives are introduced and thus the performance is measured through this, ethical behaviour which is identified can be rewarded, and reduced levels of staff turnover and an increase in employee satisfactory (Anon., 2023).
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CSCS Green Card
SSSTS
First Aid at Work
HSG47

	SKILLS

AutoCAD
Microsoft Excel
Mathematics
Teamwork
Leadership



	
		EXPERIENCE
APPRENTICE ENGINEER – ALUN GRIFFITHS CONTRACTORS LTD
Jan 2020 - Present
Ensure the site safety culture. Write Method Statements, Risk Assessments and Permits. Daily record keeping. Setting out and surveying with use of AutoCAD, dumpy level, and robotic or GPS.


	EDUCATION
CONSTRUCTION MANAGEMENT BSC (PRESENT)
University of Wales Trinity St David

A LEVELS
St Michaels
A – Business Studies, B – Mathematics, D – Physics
GCSE
Bishopston Comprehensive School
1 A* Mathematics
7 A’s including English, Physics, Chemistry, Biology
3 B’s
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Brocastle Active Travel – June 2022 to Present
LFFN SWTRA W5 Llanddarog – Feb 2022 to June 2022
Wind Street Public Realm – Jan 2021 to Feb 2022
Kingsway Infrastructure Project – Jan 2020 to Jan 2021

My experience consists of city centre re-development works, ducting infrastructure, and a shared footpath route with a redesigned street lighting design.










Personal Development Plan
	Goal
	What I need to do
	When do I want to achieve
	Resources needed
	How will I measure
	Target date of review

	Complete SMSTS
	Request training from line manager
	By the end of 2023
	Training Course
	Certificate
	September 2023

	Gain more confidence using AUTOCAD
	Request training from line manager.
Ask senior engineers for help and advise
	By September 2023
	AutoCAD
Advice from senior engineer
	Asbuilt Surveys
	July 2023

	Develop my reading skills for University
	Visit the library.
Ask professionals to borrow books
	By September 2024
	Books.
University and Local Libraries
	My resource list in my assignments next academic year 
	January 2024



Organisational behaviour is the study of how people interact within groups, and it allows us to better understand and improve performance, job satisfactory, efficiency, and leadership. There are different levels within an organisation which the observed behaviours can change. To better understand organisational behaviour, there are four components which must be considered: people, structure, technology, and the external environment.
The earliest example of organisational behaviour study is the Hawthorne Theory which is still the foundation to most organisations’ human resources. The theory states that one’s performance would change simply because they are aware of being observed. The initial experiment looked at the effect on works performance by changing the lighting conditions. Initially it was thought that productivity improved in line with improved lighting, however an improved performance from workers was also seen when the lighting was dimmed. This led to the idea that the productivity increase was not a result of a change in environment, but a change in observation. Therefore, this Hawthorne affect must be taken into consideration when conducting changes in the workplace, as results may just be a result of workers knowing they’re being monitored. However, it could be useful as a management style, as a lack of observation and monitoring from management and supervisors could be leading to a lower performance (Kenton, 2022).
The three levels of organisational behaviour are Individual, Group, and Organisational. It is important to break down organisational behaviour into these levels to better understand the concept. Considering organisational behaviour at an individual level seeks to observe how individuals’ behaviours are dependent on personality, motivation, attitude, perception, and learning. At the group level it examines how the individuals interact with each other as a result of being in teams, and the consequences of leadership, power, and conflict. By studying this level answers questions such as how groups are formed, how effective the groups can be made, how activities can be improved individually and collectively, what motivates the group, and what activities do the groups excel at. Organisational Level is the management and culture of the organisation, change to management and business models and the impact this has (S, 2023).
Findings from a research paper indicate from a wide sample that professionals in the construction industry consider the following as organisational behaviours as pertinent to project success. 
[image: ]
The research paper outlines that the construction industry is very volatile and complex, and a large number of variously skilled workers are needed to successfully produce such projects. This is why relationships, communication, and an effective team selection process is vital to achieve project success (Aigbavboa, 2020).
The importance of understanding organisational behaviour is paramount to improving efficiency and performance in the workplace. By better understanding how individuals and groups respond to factors, it can be used as a tool to gain an optimal result for everyone. Communication is a key factor in this. By understanding how individuals in the workplace respond to different methods of communication it can reduce problems and stress, and increase productivity. Individuals who may have learning difficulties may find phone calls a much easier way of communicating rather than a long back and forth feed of emails (Borrego, 2022).

Comfort and environment are big factors. For example lighting in the office space has statistically shown that an improvement in lighting can reduce stress and depression and increase mood, energy and alertness. One source claims a 16% increase in productivity, and a 24% increase in job satisfaction which resulted in fewer days off (Luenendonk, 2019). 
Another source claims that 75% of works believe they are more productive working at home in the comfort of them home and with the reduction of distractions from colleagues, and over 50% of bosses agree, whilst three major studies found an increase of between 15% and 45% in productivity of employees working at home in comparison to their office colleagues.

An example in my experience is how the management team motivated the gangs on site to perform well and achieve what needed to be done. The project was installing 4 way ducting in the verge of the A48 in Llanddarog. To meet the deadline set out by the programme, 54 linear metres of ducting (9 lengths) needed to be laid by four gangs every day. To make sure this minimum target was achieved, the management team told the gangs that they must achieve 60 linear metres (10 lengths of ducting) every day, and in turn, the gangs would be allowed to go home once completed rather than stay until 5pm. This worked in the projects favour, as every week over 120 linear metres of further ducting as well as the minimum required was being installed (over two days’ worth of work of a gang) and in turn the gangs were able to go home early to spend time with their families. The project was successful and allowed us to win two more phases of work. The evidence to take away from this is that all parties gained. A greater output and increased performance was achieved through a monetary and time incentive which was favourable for the group of employees within the organisation. The contractor completed the job quicker which increased the profitability of the job, and the client was content as the job was completed early.
I believe that having an understanding of organisational behaviour will continue to aid me through my progression in the construction industry and the company I currently work for. At present I work at the lower level of the company as an apprentice engineer working alongside the groundworkers, but also with office staff such as site agents, project managers, and quantity surveyors. This gives me a mix of issues when it comes to organisational behaviour as you are constantly in the middle as a supervisor trying to satisfy all parties when they have different forms of motivation and goals. As I progress further in my career, the organisational behaviours I will encounter will most likely change, where working environments, motivation, attitude, learning, leadership, responsibility, will all be different amongst the different individuals and groups I work worth. Furthermore, the company I work for is currently undergoing structural change, so that will also have an impact. As my next role is likely to be a sub-agent after a few more years of experience as an engineer, I will use a basic understanding of organisational behaviour to my advantage when assessing and considering decisions I make on the individuals it affects based on their attitudes and motivation and more.

[bookmark: _Toc133935866]Leadership 
The importance of leadership theories is to understand what leadership means and how it effects the construction industry. The CIOB describe leadership as a process of which if an objective is to be completed it is influenced by a person. To be a leader you must have emotional intelligence, be able to align different people towards a common goal, and be able to intertwine people, places, and events. It is important to understand the different styles that can be used dependant on the business model, long-term goals, the types of employees that work for the company and their individual goals and incentives. Using the wrong style or not understanding the purpose can lead to employees losing faith in their leaders and the business (Anon., 2023).
The first leadership style used in the construction industry is democratic. Democratic leaders consider other peoples opinions before making decisions. They take into account that their decisions can have an organisational impact, so collect information from sources that are trusted to help come to final decision. A democracy leadership depends on the various levels in the business to communicate. Although the democracy is at the executive level and they look at the wider picture and long-term goals, they need the middle leaders and people on the ground to voice their opinions so that decisions that affect the whole organisation can consider everyone’s best interest. An example cited from Lisa LaNoue “an executive leader may decide to shift the firm’s focus from residential to primarily commercial contracts. But if that leader doesn’t consult the next level of leadership (such as heads of operations, finance and human resources) before making that commitment, they won’t know if it’s the correct choice to make” (LaNoue, 2022).
Another leadership style is Servant Leader. This leadership style simply provides for the people that do the work. It is a department and team level leadership style to aid people who directly report to them and allows people to be valued and listen to. This leadership style looks to prioritise people at lower levels to vastly improve productivity and the company’s performance (LaNoue, 2022).
Pacesetting leaders are another style. This is a crucial leadership style on the ground to achieve long term goals and efficient productivity without having people burn out or become unmotivated. For example a foreman, they lead their gangs to complete tasks in what can be described as sprints. Sprints are short bursts of activities that need to completed in a shorter deadline. The foreman needs to be good at maintaining the projects progress, and organising resources and time. By evaluating each workers best attributes, tasks can be completed in shorter time, and with better work (LaNoue, 2022).
An Autocratic leadership style is very much different to the other styles. Although these leaders must make the same difficult decisions, they often will make the decisions based on knowledge and authority, without consulting people or giving explanations. However, this can be explained with reasoning that projects are fast paced and often have many safety hazards. Therefore, the decisions are made to protect workers and show authority. Furthermore, this leadership style still needs to show hard work and commitment, otherwise people will doubt their leadership and show unwillingness which can lead to people being hurt in such a dangerous industry. For an autocratic leadership to work best, it can be said that it is best this leader comes from in-house. Someone who has already shown hard work and willingness and people respect (LaNoue, 2022).
I have experienced various different scenarios and situations where leadership styles have been important in situations during my career. One significant time was on a ducting project which needed to do two weeks of nights to complete the works. The leadership style used was democratic, as the area manager came to site to speak with the site management team and with the workers to allow everyone to voice their opinions and concerns and workers requirements could be discussed. The meeting concluded with hours agreed, the dates when nights would begin and the duration. This meant that the management of the project were going to get the best production out of the gangs even though they ended up paying the gangs a little bit more than what they initially intended. Although it was going to cost more to pay the gangs to do the work, in the long-term there was going to be a greater output. If an agreement on hours hadn’t been met then the output would have been much less and therefore taken longer which drastically increases costs. This leadership style showed that by listening to your employees and colleagues, sometimes it can help to increase productivity.
An autocratic leadership style is something which the company I work for currently is adopting. A new director has taken over the business and various changes are being implemented. Although all employees have attended small group meetings to learn what the current business plan is, little explanation or discussions with employees has been made. Work is being condensed, so that there are fewer projects being run, employees in higher roles are being made to re-apply for their jobs or are being made redundant, long-term agency workers are being let-go, and workers are being told they will have to work outside of their designated regions (South West Wales, North Wales, etc) or even work away in England to keep their jobs due to the company not submitting tenders or failing to secure tenders. This is leaving every employee at every level vulnerable and insecure. Employee turnover and employees handing in their notice has dramatically increased since January as people feel like they aren’t being listened to and also have no one to talk to. Employees have lost faith in their leaders and so are choosing to move on. Many of the professionals that are being made redundant or being made to re-apply for their jobs are long term employees. They shared a loyalty for the company, gained rewards over their long tenures, and built a family-like relationship with one another to operate the business. However, rewards seem to be a myth, with a small value gift card at Christmas time and a salary uplift which doesn’t meet inflation, many employees are disheartened and unsatisfied in their work. Also, with the reduction in workload and employees, the opportunity for career development and promotion, along with new employees replacing positions, feels like many employees positions and careers have come to a halt or are now vulnerable. For many of the workers on the ground, they no longer feel like they have leaders to talk to and voice their concerns. Furthermore, they are turning to other companies who are offering more money and more job security. In fact, not a lot of emloyees have seen or spoken to the new director even though there is a weekly meeting which involves over 300 employees. This all stems from the apparent leadership style and new business model, which seems to have a long term goal in mind. Many employees haven’t been made aware of the long term goal, and so with this uncertainty, it seems a complete business re-structure is beginning.

I believe in fairness and incentive. The construction industry requires long hard working hours with a high level of commitment from employees to produce the progress required in the dedicated time frame to allow for the small margin of profit that is allocated on projects. Using my own experience as a supervisor and working daily with the groundworkers and operatives I have gained an understanding for the incentives that drive them to producing their best work and performing at their best capabilities. These outcomes come hand in hand with two simple incentives, money and time. I would adopt both a democratic and McGregor leadership style; Theory X. I believe a large majority of the workers in the construction industry feel undervalued and underpaid, therefore they have somewhat of a dis-interest to work, avoid responsibility and need constant supervision, and therefore, their only incentives to work are through rewards. I would approach the workers I supervise with this in mind, breaking up tasks into smaller tasks which seem easier and more achievable. I would also seek to give workers the incentive of being able to leave work earlier on days where work has been achieved at a high level and more tasks completed than expected, also the possibility of leaving work earlier on wet days where gangs have worked through awful weather and taken shortened breaks to get the tasks completed. However, it must also be made clear that workers would be expected to work overtime and slightly longer shifts to meet deadlines if the work is not being achieved, and a control on supervision of progress must be implemented so that we as supervisors are not taken advantage of.
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I began my career in the construction industry shadowing many different professional roles such as the site agent, project manager, and quantity surveyors. I assisted them with small tasks at first such as taking measures to compare with quotes and invoices which I still do in my current role as site setting out engineer. This gave me an understanding of how the project progressed and tasks were being achieved, but also highlighted the collaborative process between the engineer, quantity survey, site agent, and client or subcontractor. As my skills and academic qualities began to be displayed to my colleagues and managers, I was given the responsibility early on of keeping daily records of the tasks and progress which was being made on site. Again, this is a responsibility I still take on, along with daily briefings, HAVS records, site inductions. My managers saw my literature skills along with my communication skills and gave me many of what are the responsibilities of the works manager to me. I thoroughly record each gangs’ daily tasks with workforce, plant, resources, materials, and time, and then produce the information on a weekly sheet with photographs for site keeping and for the client. I then have meetings with the site team to discuss everything recorded to highlight compensation events, time issues, and productivity levels. Through the last 3 years I have progressed in my role to being an apprentice engineer and most recently have been left as the only engineer on site. This means I now conduct setting out points, levelling, and surveys, all while still conducting many responsibilities that aren’t usually supposed to be the engineers when there are a works manager and other supervisors on site. However, I take pride that my line managers see potential, hard work, and capability in me to carry on the responsibilities that I do and more. I have to show a good level of teamwork skills to cooperate with the gangs on site for everyone to understand the information that has been given to us by the client so that the relevant tasks can be completed correctly. To have good teamwork skills, you must be able to work within the teams identity, have a shared vision, be able to complete the same objectives, be able to collaborate with one another, be able to resolve disputes and reason, and also be able to reflect (Anon., 2023).

A team involves multiple people coming together with different abilities and skills that they can use collectively to achieve a common goal. In the site team that I am involved with on a day to day basis I am the site engineer. The abilities I bring to the table are my education and academic abilities, which mean I can efficiently read, understand, interpret, and explain drawings so that the gangs I work with are able to complete the tasks needed to complete the project. I am also very IT literate therefore I am able to record daily records digitally for everyone including the client to read. My IT skills allow greater teamwork as I can produce surveys and records for everyone on my site team to understand. I am also able to explain answers to questions in different ways so that different people on the team are all able to interpret what is being asked or needed. I also use my emotional intelligence and understanding of different personalities to communicate and gain what is needed to complete tasks or answer questions. For example, one foreman needs the use of sketches to be able to visualise scenarios, whereas another foreman simply needs a brief conversation of the task in hand and can interpret it from there. I am able to act as a middle man between the office based staff and groundworkers as my job involves both and I see and understand how both roles operate and communicate in different ways. It allows for a much more efficient and confident team, as everyone can feel as though they are listened to and understood.








[bookmark: _Toc133935868]Summary of Personal Learning Points
· I have developed a better understanding of ethical behaviour and professionalism, not only in the construction industry, but in any professional career which I can use to demonstrate true leadership and management as I progress through my career taking on more responsibilities. 
· I have gained knowledge of how organisations use certain behaviour patterns to everyone’s advantage to improve performance and employee satisfactory, which in turn, has made me consider the way I approach different problems in my current role.
· I have learnt the importance of understanding the leadership styles, what they are, and why different styles may be better in different business models and situations, whilst discussing the experiences I have had with different leadership styles.
· I have reflected on my own career and what I have achieved, along with my experiences and understanding of working with different types of people, and also used my education from studying the module to explain my understanding but also further improve my teamwork skills.
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Table 1. Organisational behaviour pertinent to project success

Organisational behaviours RII (%) SD | Rank
Cordiality in relations 78.20 0.834 1st
Efficient documentation of project progress 78.00 0.811 2nd
Effective teamwork 76.80 0.793 3rd
Respect between stakeholders 75.80 0.828 | 4th
Effective communication 75.80 0.828 | 4th
Capture and re-use experience gained 75.80 0.828 | 4th
Conflict management 75.40 0.806 7th
Sharing of experience acquired 75.40 0.806 7th
Strong desire to complete a project 75.20 0.897 | 9th
Obligation to complete a project 74.80 0.886 | 10th
Effective decision making 74.60 0.982 | 11th
Strong desire to remain part of a project 73.20 0.933 | 12th
Trust for each other’s competencies 72.60 0.824 | 13th
Willingness to make extra effort 71.80 0.736 | 14th
Acceptance of a project’s goals 68.20 0.684 | 15th
Strong belief in a project’s goals 67.60 0.696 | 16th





