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1. [bookmark: _Toc12549619]Executive Summary
The purpose of this report is to provide the Senior Management Team with a critical analysis of Equality and Diversity at the Premier Group Construction Division, looking specifically at Gender, Age and Race as the greatest challenge (Construction Industry Council, 2017).  By recognising and addressing this inconsistency this report seeks to create an inclusive workplace that also benefits the employees and customers by welcoming the value that diversity in ideas, creativity and new ways of working can bring , there is also a legal and moral obligation to meet, CIPD, (2019) draws our attention to the legal right to be free of any discrimination, to be treated fairly and reinforces how good practices benefit employees the organisation and the wider society.
Existing research in the industry was used to establish how other organisations addressed this deficit.  It is clear from both the review of the Construction Industry Joint Council (CIJC) research, the case studies, the Office of National Statistics and findings at the Premier Group that the Gender, Age and Race Amalgam in the construction industry requires some considerable improvement. The NHBC and RICS case studies (amongst others in the CIJC research) show that some organisations in the industry are working hard to change this and larger organisations are in a better position to do that.
Despite equality legislation and the initiatives that many organisations have implemented, there is still inequality, CIPD, (2018), a subject also highlighted by, CITB, (2019).  Within the Premier Group, the research falls in line with the data from CIJC,  with the exception of BAME groups, the additional challenge here is that only 9.9% of the potential workforce in the area have registered as from a non-white background,  Government, (2019), resulting in a reduced number of BAME group applicants in the job market.
The research targets all employees, 88% of employees responded, whilst this is a good response, those that did not respond may not have done so for similar reasons, from the company data it was established that the majority of the 12% that did not respond were male, and in the 46 – 55 Age group.
Not being able to utilise apprenticeships schemes affects The Premier Group ability to engage with a younger workforce, therefore, there is a reliance on the company being able to recruit candidates that have already completed their training.
2. [bookmark: _Toc12549620]Introduction
The Premier Group of Companies was established 35 years ago, a traditional construction company working in the fuel sector, employing trades synonymous with white male incumbents  such as Carpenters, Groundworkers and Labourers, promotion to supervisory and senior office-based roles has often been from within the organisation, resulting in the culture remaining unchanged over the years, with only entry-level administration roles open to more diverse external applicants and therefore reducing the opportunity to improve diversity   and highlighting an increased likelihood that there is an unconscious bias  in the recruitment process exacerbated by the industry norm.  Currently, 14% of the total workforce is female, 25% are aged 50 and over and zero employees have declared to be of a BAME Group (existing HRIS data),  The Premier Group sets out to improve Equality and Diversity in the company to ensure that recruitment and future career opportunities are transparent and available to an increased number of employees to create a more Inclusive environment and thereby boosting morale and contributing to employee wellbeing, 
The aim of the research is to critically analyse the Equality and Diversity make up at The Premier Group and how through improved recruitment and ongoing employment practices Gender, Age and Race amalgam can be improved.
The objective is to;  
1. Identify and critically analyse what affects the Gender, Age and Race amalgam at The Premier Group. 
2. Scrutinise the effectiveness of current recruitment practices and tools.
3. Make recommendations on how to improve the Gender, Age and Race Amalgam at the Premier Group.
3. [bookmark: _Toc12549621]Literature Review
Conquering prejudice is a challenge in many organisations with some business sectors having successfully addressed this imbalance, for example, financial services and IT,    CIPD, (2019)  share a number of initiatives which are supported by, Government, (2009) that go some way to building an effective strategy,  such as regular audits, reinforcing policies and benchmarking outside the organisation, the latter being a useful tool in the construction sector as it  continues to have a number of industry-specific issues, identified by, Peters & Allison, (2011) in there 2011 research, and more recently by the Construction Industry Council, (2017).
The CIJC research looks at several case studies, for the purpose of this research cases studies from NHBC and RICS were chosen.
NHBC
NHBC pride themselves on their Diversity Strategy, through disclosing their annual diversity results focusing on committing to appropriate and achievable demographic change. Their analysis is simple, acknowledging their recognised turnover rate and expected new starters, a maximum 10% increase in female employees can be achieved in a 5 year period, sense checked by also reviewing the potential outcome if all new starters were female, (unrealistic).  The analysis demonstrates there is not a quick fix, even in the case where the analysis is robust and the strategy implemented, they have had to accept that it will take time.
[image: ]
NHBC also recognise the importance of good communication, using the right language and balancing their workforce to reflect the communities in which they operate, having followed this through to the NHBC website, NHBC, (n.d.),  imagery is diverse and job advertisements are strongly feminine-coded (Gaucher, et al., 2011). NHBC’s Chairman is female, who is also an ambassador for Scope – Equality and Fairness for disabled people,  Scope, (n.d.), so their credentials really stack up.
RICS
The RICS Case Study looks at the work being done by RICS since 2015 and their drive to become an Inclusive Employer.   In 2015 RIC’s launched their Inclusive Employer Quality Mark (EQM), driven by their diversity and inclusion team and promotes membership and support to the industry, 183 companies representing a workforce of over 300,000 benefit from this initiative, summarised on their website through a YouTube link,  (RICS, 2019). 
EQM targets four principles and has been relaunched in 2019, alongside each principle are multiple “proof Points” these are audited bi-annually and require sign off from the equality team.
[image: ]
RICS, fundamentally do what they say and say what they do, their own recruitment practices follow what they advocate, their website is extremely impressive, RICS, (2011-2019) offering support to a wide range of job applicants, including careers advice, personal development tips, how to write a successful CV and through every link their imagery is inclusive.
Attracting a diverse range of applicants in the construction industry can be a challenge and more specifically construction in the UK does not seem to be a highly considered a career choice outside of “white British male”   the CIJC shares the following statistics (Construction Industry Council, 2017), which demonstrates;
· The gender mix in the industry varies with age with a notable increase in females aged 25 and under, highlighting the importance of employee retention as well as recruitment.
· There are 45% more employees at or approaching State Pension Age than joining the profession, which could lead to a skills shortage in the not too distant future, a point raised by RICS in 2017, further supporting their drive on equality and diversity.
· Approximately 10% of the UK workforce is employed in Construction, only 11.3% of those are from a Black, Asian or Minority Ethnic group, at face value this seems low, however, this is an increase from 3% of the construction workforce in 2009.  
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The findings from these case studies and the CIJC  report suggest that there is considerable work to do, but there is evidence and data that businesses are recognising opportunities and working hard by investing in their strategies and sharing best practices which are supported by government initiatives such as the roadmap for tackling gender inequality,   (Muller-Heyndyk, 2019).
4. [bookmark: _Toc12549622]Methodology
The CIJC is a recognised authority in the construction industry, with over 500,000 construction workers across 25,000 construction companies who benefit from this leading voice in the industry,  (Scott, 2018).  Their research is comprehensive with access to a pool of respondents covering 21% of the UK construction workforce, the case studies chosen from the research are NHBC and RICS due to the level of research and resources these companies had already invested in Equality and Diversity, RICS has invested heavily in their Equality and Diversity Quality Mark which is also recognised in the industry, such initiatives are also supported by CIPD, (2019).
There is a need to understand how Premier compares in terms of statistics for Gender, Age and Race,  understand the employee thoughts in the recruitment process, what opportunities and career progression they and longer serving employees believed were available to them now and in the future irrespective of their Gender Age, or Race.  75% of Premier Group staff are site-based,  therefore obtaining opinions via an electronic all-employee survey, was perceived to be the best data-gathering tool, with the ability to reach everyone the resulting data was a good reflection of employee opinions and experiences. Age group, gender, ethnic origin and length of service questions were added so that it could be established if things had improved over time and for which groups, with the key basis of the information being gathered on how inclusive the recruitment process and perceived career progression faired at The Premier Group across the chosen categories, it is understood that the majority of those choosing not to complete the survey were male and of the same age group, therefore indicating the requirement to  further investigate  the reliability of data in this group of respondents, Anderson, (2013), makes the case for HR to further explore such anomalies.
5. [bookmark: _Toc12549623]Findings and Analysis
i. 88% (62 employees) of the workforce responded to the survey
GENDER
[image: ]





AGE GROUP
ii. There are more employees in the 46-55 age group, but as with the data gathered by CIJC, there is a higher percentage of females in the younger age groups.









ETHNIC ORIGIN
iii. 6% chose not to declare ethnicity, of those that did, 83% are White British, and only 3% advised of Black, Asian & Minority Ethnic  (BAME) origin.














LENGTH OF SERVICE
iv. 15% of the workforce joined the company less than a year ago, from the company extracted data we know that 55% of these are employees are female.








INCLUSIVE CULTURE
v. Employees believe there is an Inclusive Culture  &  Development Opportunities are available to all,  with 80% and 83% of all employees answering agree or strongly agree respectively.








DEVELOPMENT OPPORTUNITIES






RECRUITMENT AND SELECTION TRANSPARENCY
vi. Employees gave the lowest score in Recruitment and Selection Transparency with only 57% stating agree or strongly agree and Flexible Working Practices, here only 42% of employees scored agree or strongly agree.  
· Of the 31% that answered Disagree or Strongly Disagree with regard to Recruitment and Selection Transparency;
· 20% were female 
· 1% were of BAME Group
· Of the 50% that answered Disagree or Strongly Disagree with regard to I Able to Work Flexibly in my Job;
· 95% of those were Male










FLEXIBLE WORKING










Comparing to the same observations from the, CIJC, (2017)
1. The Premier Group data is aligned in that the gender mix has a notable increase in females in the younger age groups, with the CIJC reporting higher numbers in the under 25 age group, it would seem that this is because of apprenticeship schemes which The Premier Group are not able to offer due to locations of work, this could leave the company exposed to a future skills shortage and becomes a wider issue than addressing equality and diversity.  This highlights the importance of employee retention as well as recruitment.
2. 42% of Premier employees are in the age groups 46-55 / 56-65  therefore as the CIJC identifies company also has more employees approaching State Pension Age than joining the company.
3. Premier has an extremely low number of BAME group employees, which is not reflective of the CIJC research or the Office of National Statistics (Government, 2019).   
Additional Findings
1. Although overall employees believe there is an inclusive culture, that is not transferred to the recruitment practices, this is supported with the statistics that, those employees who had been with the company longer, scored high on Inclusive Culture, with those who had joined the company less than one year ago scoring lowest in Transparency of Recruitment Practices.
2. 95% of those of employees that disagreed or strongly disagreed with the statement “I am able to work Flexibly in my Job” were male – this is strongly linked to the lack of gender mix in the workforce and the location of work, 75% of the Premier workforce work away from home 95% of the time, this offers little opportunity to work flexibly, however, the surprise was, that from the results, they seemed to want it.
3. There is a very poor representation of BAME groups, even by industry research results.
4. The Company Website contains very masculine imagery with nothing that would engage interest from minority groups, The Premier Group, (2019), however, there is some evidence that progress is being made, Premier Group Job Advertisements are neutral and some feminine-coded (Gaucher, et al., 2011).  
6. [bookmark: _Toc12549624]Conclusion
The aim of this research was to critically analyse the Equality and Diversity makeup at The Premier Group and to identify how, through improved recruitment and ongoing employment practices Gender, Age and Race amalgam can be improved, but to do this the business first needed to understand;
1. The Gender, Age and Race amalgam at The Premier Group. 
2. Scrutinise the effectiveness of current recruitment practices and tools.
3. Make recommendations on how to improve the Gender, Age and Race Amalgam at the Premier Group.
The Premier Group Survey identified that the organisation suffers from the same Equality and Diversity challenges found in the CIJC Research,  Construction Industry Council, (2017), attracting a younger workforce, low numbers of female applicants and incumbents, and poor representation of BAME Groups, the latter being particularly poor, notably prior to the survey, no employee had identified themselves as originating from a BAME origin, however, the survey found, that 3% of employees had now stated this ethnic origin.  
Due to location of work the company does not currently offer  Apprenticeships, in addition to this, 42% of employees are in the age groups 46-55 and 56-65, therefore, the company has more employees approaching State Pension Age than joining the company,  this could leave the company exposed to a future skills shortage and  highlights the importance of employee retention as well as recruitment.
The Premier Group workforce expressed their belief, of an inclusive culture with opportunities available to all, but on the contrary recruitment practices were not transparent, nor did the organisation allow for flexible working practices, with male respondees raising this as an issue. 
The Company Website contains very masculine imagery with nothing that would engage interest from minority groups, The Premier Group, (2019), this is contrary to the findings on the case study websites, however, more positively,  Job Advertisements are neutral and feminine-coded (Gaucher, et al., 2011).  
7. [bookmark: _Toc12549625]Recommendations
The research indicates that the following recommendations would support The Premier Group in achieving its aim an objectives.
[image: ]
The Senior Management Team would also achieve further results by supporting  Human Resources with implementing the Chwarae Teg Agile Nation2 Business programme, Chwarae Teg, (2019), a service to support companies in delivering gender equality and diversity.
8. [bookmark: _Toc12549626]Limitations
The data sample at The Premier Group is relatively small even with a good response rate.  88%  of employees responded, those that did not respond may not have done so for similar reasons the majority of the 12% that did not respond were male, and in the 46 – 55 Age group (6 employees). 
Only 9.9% of the potential workforce in the South Wales area have registered as from a non-white background,  Government, (2019), resulting in a much-reduced number of BAME group applicants into the job market.
Not being able to utilise apprenticeships schemes affects The Premier Group ability to engage with a younger workforce, therefore, there is a reliance on the company being able to recruit candidates that have already completed their training.
BibliograPHy
Anderson, V., 2013. Analysing Qualitative Data. In: V. Anderson, ed. Research Methods in Human Resource Management. London: CIPD, pp. 233-265.
Anderson, V., 2013. Research Methods in Human Resources; Investigating a Business Issue. Third ed. London: Chartered Institute of Personnel and Development.
Chwarae Teg, 2019. https://chwaraeteg.com. [Online] 
Available at: https://chwaraeteg.com/projects/fairplay/
[Accessed January 2019].
CIPD c, 2019. https://www.cipd.co.uk. [Online] 
Available at: https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/factsheet
[Accessed 15 July 2019].
CIPD, 2018. https://www.cipd.co.uk. [Online] 
Available at: https://www.cipd.co.uk/Images/diversity-and-inclusion-at-work_2018-summary_tcm18-44150.pdf
[Accessed 18 Feb 2019].
CITB, 2019. https://www.citb.co.uk. [Online] 
Available at: https://www.citb.co.uk/courses-and-qualifications/citb-apprenticeships/take-on-an-apprentice/
[Accessed January 2019].
CITB, 2019. https://www.goconstruct.org. [Online] 
Available at: https://www.goconstruct.org/construction-today/diversity-in-construction/construction-and-ethnicity/
[Accessed 25 June 2019].
Construction Industry Council, 2017. A Blueprint for Change, s.l.: Construction Industry Council.
Construction Industry Council, 2017. http://cic.org.uk/networks-and-committees/diversity-panel.php. [Online] 
Available at: file:///C:/Users/jackiet/Downloads/cicdiversitypanelablueprint-for-change2016-2.pdf
[Accessed 25 March 2019].
Gaucher, D., Friesen, J. & Kay, A. C., 2011. http://gender-decoder. [Online] 
Available at: http://gender-decoder.katmatfield.com/results/f009fc78-32ec-4e62-9d04-e36bcf06c55d
[Accessed 11 April 2019].
Go Construct. 2019. [Film] UK: YouTube.
Government, 2009. https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/142790/Equality_and_diversity_benchmarks.pdf. [Online] 
Available at: https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/142790/Equality_and_diversity_benchmarks.pdf
[Accessed 16 July 2019].
Government, 2010. https://www.gov.uk. [Online] 
Available at: https://www.gov.uk/guidance/equality-act-2010-guidance
[Accessed 6 March 2019].
Government, 2019. https://statswales.gov.wales. [Online] 
Available at: https://statswales.gov.wales/Catalogue/Equality-and-Diversity/Ethnicity/ethnicity-by-area-ethnicgroup
[Accessed 25 June 2019].
Government, 2019. https://www.ethnicity-facts-figures.service.gov.uk. [Online] 
Available at: https://www.ethnicity-facts-figures.service.gov.uk/work-pay-and-benefits/employment/employment-by-sector/latest
[Accessed 24 May 2019].
Horn, 2012. Researching and Writing Dissertations. London: Chartered Institute of Personnel and Development.
Muller-Heyndyk, R., 2019. https://www.hrmagazine.co.uk. HR Magazine, 4 July. 
NHBC, n.d. http://www.nhbc.co.uk. [Online] 
Available at: http://www.nhbc.co.uk/AboutNHBC/
[Accessed 6 March 2019].
OBE, S. K., 2018. https://race.bitc.org.uk. [Online] 
Available at: https://race.bitc.org.uk/system/files/research/bitc_race_at_work_report_sept_online-compressed.pdf
[Accessed 21 March 2019].
Peters, J. & Allison, M., 2011. Equality and Diversity: Good Practice for the Construction Sector, s.l.: Equality and Human Rights Commision.
RICS, 2011-2019. https://www.rics.org. [Online] 
Available at: https://www.ricsrecruit.com/careers/cv-and-cover-letter-advice/?utm_source=homepage&utm_medium=bottom
[Accessed 4 April 2019].
RICS, 2019. https://www.rics.org. [Online] 
Available at: https://www.youtube.com/watch?time_continue=88&v=VOrdCza9QFw
[Accessed 13 June 2019].
Russell, L., 2018. 10 ways of improving employee inclusion at your organisation. Personnel Today, 25 July. 
Scope, n.d. https://www.scope.org.uk. [Online] 
Available at: https://www.scope.org.uk/
[Accessed 4 April 2019].
Scott, K., 2018. Around 400,000 construction staff to receive two-year pay deal. Employee Benefits, 31 May. 
Taylor, S. & Woodhams, C., 2016. Studying Human Resource Management. London: Chartered Institute of Personnel and Development.
The Premier Group, 2019. https://www.premiergroup.org.uk. [Online] 
Available at: https://www.premiergroup.org.uk/
[Accessed 26 June 2019].

The Premier Group Gender Mix by Age (Percentage)

Male	Over 65	56 - 65	46 - 55	36 - 45	26 - 35	25 and under	0	0.09	0.28999999999999998	0.21	0.2	0.01	Female	Over 65	56 - 65	46 - 55	36 - 45	26 - 35	25 and under	0	0.01	0.03	0.06	0.09	0.01	



Ethnic Origin

Percentage	
White British	White Other	BAME	Other	0.83	0.08	2.8000000000000001E-2	0.06	

Length of Service

No. Employees	
Less than one year	1 - 5 Years	5 - 10 Years	10 Years +	9	20	22	11	

The Premier Group have an 
inclusive culture


Inclusive Culture	Stongly Agree	Agree	Unsure	Disagree	Strongly Disagree	0.36	0.44	0.04	0.1	0.06	

DEVELOPMENT OPPORTUNITIES ARE AVAILABLE TO ALL


Development Opportunities For All 	Stongly Agree	Agree	Unsure	Disagree	Strongly Disagree	0.48	0.35	0.03	0.08	0.06	

RECRUITMENT & SELECTION PRACTICES ARE TRANSPARENT


Recruitment 	&	 Selection Transparency	Stongly Agree	Agree	Unsure	Disagree	Strongly Disagree	0.25	0.32	0.12	0.13	0.18	

I am able to work Flexibly in my job  


Flexible Working Practices	Stongly Agree	Agree	Unsure	Disagree	Strongly Disagree	0.15	0.27	0.08	0.23	0.27	
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1. Leadership - demonstrable commitment at the highest level to increasing the diversity of the workforce

2. Recruitment - engage and attract new people to the industry from under-represented groups; best practice recruitment methods
3. Culture - an inclusive culture where all staff engage with developing, delivering, monitoring and assessing diversity and inclusivity
4. Development - training and promotion policies that offer equal access to career progression to all members of the workforce
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Recommendation How Target | Outcome Impact
Date
Communicate the companies aims | Employee Newsletter and add to | 31% Employees are aware of the | Improved employee engagement,
and objectives with regard to the Employee Representative January | company targets with regard | employee wellbeing and Employee
Equality and Diversity and publish | Group Agenda to gain feedback, | 2019 | to Equality and Diversity Participation (CIPD d, 2019)
the results of the survey this allows direct two-way
feedback (Gennard, et al., 2016)
Update and reimplement the 'Add the updated policy to 31 July | Employee awareness of the | Employees are aware of their
Equality and Diversity Policy BreatheHR, add a reading 2019 | company beliefs in Equality | responsibilities such as reporting
deadline, extract data with regard and Diversity (CIPD},2019) | discriminatory behaviour/processes
to who has read the document Up to date and informative (Government, 2010)
and follow this up making clear the business
culture and individual
responsibility
Create fair and transparent Appoint a working group to review | 30™
practices in recruitment the company website, update June
imagery, check gender coding of | 2019
job adverts and role profiles Diversity and data monitoring | Improved support for individuals,
(Gaucher, etal,, 2011), introduced. Employee voice | ongoing assessment of organisational
Implement a practice of collecting, enhanced (CIPD d, 2019) culture and practices. Data is used to
data on protected characteristics, inform on future activities.
ensuring confidentiality is
maintained.
Update and reimplement the 'Add the updated policy to 315 May | Increased awareness of the | Employees feel empowered to request
Company Policy on Flexible BreatheHR, add a reading 2019 | policy and monitoring access. | flexible working and are aware of the
Working deadline, extract data with regard process to follow (Government, n.d.)
to who has read the document
Further investigation into the Engage with the Construction = Attracting a younger Divert the loss of skills in the industry,
appointment of Apprentices Industry Training Board (CITB) and | January | workforce into the
review the opportunities available, | 2020 | organisation, to address the

(I8, 2019)

skills gap that according to the
research will affect the
business
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