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1. Executive Summary  

This report critically examines the influence of beliefs, attitudes, and values on 

workplace behaviour within construction management. The sector's high-risk nature, 

multidisciplinary teams, regulatory demands, and commercial pressures amplify the 

importance of these psychological constructs in shaping leadership effectiveness, 

safety outcomes, ethical decision-making, team cohesion, and overall project 

performance. In addition to individual psychological drivers, the report also considers 

the wider socio-economic context of the construction industry, recognising that 

workforce diversity, economic pressures, and career pathways influence how 

individuals interpret risk, authority, and professional responsibility. 

Theoretical foundations are explored to demonstrate how beliefs, attitudes, and 

values are interconnected constructs that evolve through experience, organisational 

socialisation, and exposure to industry norms. Particular attention is given to socio-

economic influences within the construction workforce, including varied educational 

backgrounds, financial pressures and opportunities for social mobility. These factors 

can shape employee motivations and risk perceptions, creating both challenges and 

opportunities for effective leadership within construction project environments. 

Transformational Leadership Theory is selected as the primary theoretical framework 

due to its strong alignment with contemporary construction management priorities, 

including behavioural safety, workforce motivation, innovation, and inclusive 

leadership in high-risk settings (Nguyen et al., 2023; Wu et al., 2023). Recent 

empirical research demonstrates that safety-specific transformational leadership can 

significantly improve worker compliance, safety participation, and engagement, 

particularly among newer generations entering the construction workforce (Mo et al., 

2023; Zhang et al., 2026). 

Through structured reflection using Gibbs’ Reflective Cycle, the report critically 

evaluates how personal beliefs, attitudes, and values influence managerial 

behaviour. Safety-oriented beliefs promote proactive risk management practices but 

may create tension with productivity-focused teams. Meritocratic attitudes support 

delegation and professional development yet introduce risks of unconscious bias 

within diverse workforces (Garg & Mahipalan, 2023; Deloitte, 2025). Core 
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professional values such as integrity, accountability, and quality assurance underpin 

ethical and operational decision-making, although these values can conflict with 

short-term commercial priorities, requiring the application of emotional intelligence to 

balance competing demands (Sunindijo et al., 2025; Mo et al., 2024). In addition, 

structured problem-solving techniques including the Five Whys method, Fishbone 

analysis, and mind mapping are considered as practical tools that support systematic 

decision-making and root cause analysis within complex construction project 

environments. 

Integration of theory and practice demonstrates alignment between workplace 

behaviours and the four dimensions of transformational leadership: idealised 

influence, inspirational motivation, intellectual stimulation, and individualised 

consideration. However, the analysis also recognises the emotional labour required 

to sustain transformational leadership behaviours within high-pressure construction 

environments. Alternative leadership perspectives, including transactional, servant, 

and hybrid leadership approaches, are considered to highlight the importance of 

contextual flexibility and situational leadership (Gray et al., 2023; Ren et al., 2024). 

The report concludes that beliefs, attitudes, and values significantly shape leadership 

behaviour and organisational culture within construction management. Socio-

economic influences, workforce diversity, and evolving regulatory expectations 

further complicate leadership decision-making within the sector. Recommendations 

emphasise the importance of reflective practice, emotional intelligence development, 

collaborative communication strategies, and continuous professional development to 

support adaptive leadership. Through deliberate reflection and evidence-based 

behavioural development, construction managers can strengthen leadership 

effectiveness, improve safety performance, and contribute to cultural transformation 

within the post-Grenfell UK construction industry. 

2. Introduction  

Construction management operates within a complex socio-technical environment 

that requires the coordination of many different resources, including labour, 

materials, technology, regulatory requirements and stakeholder expectations. While 

technical proficiency and project management methodologies remain fundamental, 
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behavioural and interpersonal competencies increasingly determine managerial 

effectiveness and project outcomes (Lingard & Rowlinson, 2020; HSE, 2022). 

Beliefs, attitudes, and values influence leadership approaches, communication, 

ethical judgement, and team motivation within multidisciplinary construction teams. 

Generation Z workers prioritise work-life balance, authenticity, and social impact, 

requiring managers to adapt traditional hierarchies (Deloitte, 2025; Bencsik et al., 

2024). The Grenfell Tower Inquiry has exposed systemic cultural deficiencies, 

including adversarial relationships and cost-over-safety priorities, necessitating 

fundamental re-evaluation of values and leadership practices (Guardian, 2024; 

Tellam, 2024). 

This report critically evaluates the impact of beliefs, attitudes, and values on 

workplace behaviour in construction management, drawing on contemporary 

scholarly literature and reflective examples. Transformational Leadership Theory is 

identified as particularly relevant and is rigorously assessed in relation to its 

influence on behavioural frameworks, supported by recent evidence linking it to 

improved safety behaviours in high-risk contexts (Nguyen et al., 2023; Mo et al., 

2023). The analysis extends beyond description to interrogate potential biases, 

contextual constraints, and opportunities for synthesis with alternative perspectives, 

ensuring balanced, evidence-based evaluation. 

The report has five key objectives: 

• To demonstrate critical understanding of theoretical constructs of beliefs, 

attitudes, and values. 

• To critically reflect on their influence on workplace behaviour. 

• To apply and evaluate Transformational Leadership Theory within 

construction management practice. 

• To assess organisational and professional implications including cultural 

alignment and risk mitigation. 

• To propose evidence-based recommendations for leadership and behavioural 

development. 
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Through synthesis of these elements, the report contributes to ongoing discourse on 

psychological drivers in construction leadership, advocating integration of emotional 

intelligence and cultural transformation to address post-Grenfell imperatives 

(Sunindijo et al., 2025; Tellam, 2024). 

3. Theoretical Foundations: Beliefs, Attitudes and Values  

Beliefs, attitudes, and values constitute interconnected psychological constructs that 

govern perception, judgement, decision-making, and behaviour in professional 

settings (Martinsuo, 2020). Beliefs represent cognitive convictions accepted as true, 

shaped by direct experience, cultural context, professional socialisation, and critical 

incidents such as safety breaches or project failures. In construction, beliefs often 

include attributions of accident causation (individual error versus systemic leadership 

shortcomings) or perceptions of zero-harm achievability, directly affecting 

supervisory vigilance, resource allocation, and risk prioritisation (Nguyen et al., 

2023).  

Attitudes are evaluative predispositions toward people, tasks, or systems, 

incorporating emotional, cognitive, and behavioural components (Mo et al., 2023). 

For construction managers, attitudes toward regulatory tools (e.g., permit systems) 

or organisational change vary significantly, with generational differences evident: 

older cohorts may view digital adoption as disruptive, while younger workers 

embrace it (Garg & Mahipalan, 2023; Deloitte, 2025). Such variances highlight the 

need for targeted interventions to promote inclusivity and adaptability. 

Values are enduring principles that guide moral judgement and desirable outcomes 

(Tellam, 2024). In the UK construction sector, core values include safety 

prioritisation, integrity, accountability, fairness, quality assurance, and environmental 

responsibility. Post-Grenfell analyses reveal how value misalignments—favouring 

cost reduction over safety—contributed to systemic failures, prompting urgent calls 

for cultural recalibration and values-led leadership (Guardian, 2024; Tellam, 2024). 

Contemporary research emphasises reciprocal, hierarchical relationships: values 

shape beliefs, beliefs inform attitudes, and attitudes influence behavioural intentions 

(Nguyen et al., 2023). In culturally diverse construction settings, these dynamics 
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become complex, with generational, national, or organisational differences leading to 

misalignment or conflict (Loosemore et al., 2018; Bencsik et al., 2024). Unexamined 

constructs risk cognitive dissonance, resistance to innovation, or perpetuation of 

adversarial norms, as identified in recent safety culture reviews (Lacerenza et al., 

2025; HSE, 2022). Integration of emotional intelligence enhances this framework by 

enabling regulation of affective responses, mitigation of bias, and strengthening 

ethical decision-making (Sunindijo et al., 2025; Mo et al., 2024). Values-driven 

leadership, therefore, counters adversarial cultures exposed post-Grenfell, fostering 

sustainable practices, stakeholder trust, and long-term resilience (Ren et al., 2024). 

4. Formation and Evolution of Workplace Beliefs, Attitudes and 

Values  

Workplace beliefs, attitudes, and values emerge from a combination of personal 

background, early career experiences, formal education, vocational training, 

organisational socialisation, and repeated exposure to industry norms and critical 

incidents (Garg & Mahipalan, 2023). In construction, formative influences include site 

inductions, observation of senior leaders, peer expectations, responses to near-

misses or accidents, and reinforcement mechanisms tied to commercial and 

programme pressures. These experiences shape how individuals interpret risk, 

responsibility, and leadership authority within project environments. 

Early immersion in environments prioritising speed over precaution can embed 

beliefs equating rapid completion with competence, often at the expense of long-

term risk management (Guardian, 2024). Meritocratic reward systems may reinforce 

attitudes linking visible effort to deserved autonomy; however, such patterns can 

unintentionally perpetuate inequities in diverse teams where individuals may differ in 

communication styles, cultural norms, or confidence levels (Loosemore et al., 2018). 

Generational differences further contribute to the evolution of workplace constructs. 

Older cohorts such as Baby Boomers often value organisational loyalty, hierarchy, 

and stability, whereas Generation Z workers typically emphasise flexibility, purpose-

driven work, and meaningful engagement (Deloitte, 2025; NAHB, 2025). These 

generational variations require managers to continually adapt their leadership 

behaviours and communication approaches. 
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4.1 Socio-Economic Influences on Workplace Beliefs and Behaviour 

Socio-economic factors also play a significant role in shaping workplace beliefs, 

attitudes, and values within the construction sector. The industry traditionally attracts 

individuals from a wide range of socio-economic backgrounds, including migrant 

labour, vocationally trained workers, and individuals entering the profession as a 

pathway for economic mobility. These backgrounds can influence perceptions of job 

security, authority, risk tolerance, and motivation, all of which impact behaviour on 

construction sites (Lingard & Rowlinson, 2020; Loosemore et al., 2018). 

Workers under financial pressure may prioritise productivity over safety compliance 

(Lingard & Rowlinson, 2020). This can create tension between organisational safety 

cultures and the economic motivations of individuals within the workforce. In 

practice, such pressures may lead to risk-taking behaviour, reluctance to report 

hazards, or resistance to work stoppages during safety interventions. 

Transformational leadership theory emphasises the importance of individualised 

consideration, encouraging leaders to recognise and respond to the personal 

circumstances influencing worker behaviour (Nguyen et al., 2023). By understanding 

the socio-economic context of the workforce, construction managers can adapt 

communication strategies, provide appropriate support mechanisms, and foster 

stronger trust relationships with operatives and subcontractors. 

Socio-economic mobility within the construction industry can also shape managerial 

beliefs and values. Many construction managers progress from trade or supervisory 

roles into management positions through experience rather than traditional academic 

pathways. While these experiences can enhance leadership credibility and empathy 

toward frontline workers, they may also influence attitudes toward formal 

qualifications or alternative professional perspectives. Reflective examination of 

these influences enables managers to challenge potential biases and develop 

leadership practices that remain inclusive within an increasingly diverse and 

multidisciplinary workforce. 

Workplace beliefs, attitudes, and values are therefore not fixed constructs. 

Professional maturation, evolving regulatory frameworks such as the Building Safety 
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Act 2022, major industry incidents, and cultural change programmes continually 

reshape managerial perspectives and behaviours (Lingard & Rowlinson, 2020; 

Tellam, 2024). The sector's increasing focus on zero-harm safety cultures, mental 

health awareness, and inclusive leadership has required managers to reassess 

traditional assumptions regarding supervision, motivation, and ethical trade-offs 

(CIPD, 2023; Bencsik et al., 2024). Recent studies suggest that younger workers 

increasingly seek authenticity, social purpose, and meaningful engagement in their 

work, reinforcing the need for leaders to adapt their attitudes and values accordingly 

(Deloitte, 2025; Garg & Mahipalan, 2023). 

Reflective practice plays a critical role in enabling the conscious evolution of these 

constructs. Without deliberate reflection, beliefs and attitudes may become 

entrenched habits rather than intentional leadership choices. Structured reflection 

allows managers to critically evaluate their behavioural assumptions and adjust their 

leadership approach in response to workforce diversity, supply chain complexity, 

sustainability requirements, and changing organisational expectations (Gray et al., 

2023; Ren et al., 2024). Post-Grenfell critiques of the construction industry highlight 

how deeply embedded adversarial cultures have historically limited collaboration and 

safety progress, emphasising the importance of values-driven leadership in fostering 

organisational resilience (Lacerenza et al., 2025; Mo et al., 2023). Understanding 

how beliefs, attitudes, and values form and evolve therefore enables construction 

managers to proactively align their behaviour with broader organisational objectives 

related to safety, sustainability, and ethical practice. 

5. Management Theory Relevant to Construction Management  

5.1 Transformational Leadership Theory  

Transformational leadership motivates followers to exceed expectations by 

appealing to shared values and higher aspirations (Nguyen et al., 2023; Wu et al., 

2023). It comprises four dimensions: idealised influence (ethical role modelling), 

inspirational motivation (vision articulation and enthusiasm), intellectual stimulation 

(encouraging innovation and critical thinking), and individualised consideration 

(personalised support and development) (Mo et al., 2023). 
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Within construction environments characterised by high risk and complex 

subcontracting arrangements, transformational leadership can significantly influence 

workforce engagement and safety behaviour. Leaders who demonstrate visible 

commitment to safety, open communication, and collaborative problem solving often 

encourage greater workforce participation in safety initiatives and operational 

improvements (Lingard & Rowlinson, 2020). 

Recent construction-focused research links transformational behaviours to improved 

safety engagement, climate, participation, and performance (Zhang et al., 2026; 

Lacerenza et al., 2025). Inspirational motivation exerts the strongest influence on 

compliance and proactive participation among new-generation workers, grounded in 

social exchange and cognitive mechanisms (Zhang et al., 2026). However, the 

theory's idealistic emphasis may overlook practical constraints such as labour 

volatility; hybrid integrations with transactional elements are increasingly advocated 

for pragmatic application (Gray et al., 2023). 

5.2 Rationale for Selection  

Transformational Leadership Theory is highly relevant to construction management 

due to the frequent need to influence teams without direct authority (e.g., 

subcontractors, consultants) in dynamic, high-risk settings. Its focus on vision 

alignment, motivation beyond compliance, and follower development aligns with 

sector priorities: behavioural safety, inclusive cultures, continuous improvement, and 

mental health support (Mo et al., 2023). Recent meta-reviews confirm its superiority 

over purely transactional approaches in enhancing safety outcomes in diverse, high-

risk cohorts (Lacerenza et al., 2025; Garg & Mahipalan, 2023). 

Post-Grenfell, the theory's inspirational dimension supports the required shift from 

adversarial to collaborative cultures (Guardian, 2024; Ren et al., 2024). Hybrid 

models, combining transformational inspiration with transactional structure, address 

generational variances and hybrid working challenges, enhancing adaptability (Gray 

et al., 2023; Deloitte, 2025). 
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6. Critical Assessment of Personal Workplace Behaviour  

6.1 Influence of Beliefs on Management Practice 

A belief that safety performance reflects leadership integrity, rather than solely 

workforce negligence, has significantly shaped my management practice on 

construction projects. This belief influences my consistent enforcement of pre-task 

briefings, immediate intervention when unsafe behaviours are observed, and the 

allocation of dedicated time for risk assessments even when programme pressures 

are significant. Within construction environments where productivity targets often 

dominate operational priorities, maintaining a strong safety belief system reinforces 

the importance of proactive risk management and visible leadership commitment 

(Lingard & Rowlinson, 2020). 

Safety performance is fundamentally a leadership responsibility. Evidence from 

incident investigations and safety culture studies indicates that many accidents arise 

from systemic organisational failures rather than isolated worker behaviour (Nguyen 

et al., 2023). Leadership decisions regarding planning, supervision, and 

communication therefore play a critical role in influencing workforce behaviour and 

safety outcomes.  

However, critical reflection reveals potential limitations associated with strongly held 

beliefs. In some circumstances, firm enforcement of safety procedures may be 

perceived by subcontractors or operatives as overly directive, particularly when 

productivity pressures are high. Such perceptions can inadvertently create tension 

within project teams or reduce psychological safety if individuals feel criticised rather 

than supported (Mo et al., 2023; Lacerenza et al., 2025). Applying Gibbs’ Reflective 

Cycle to a recent disagreement with a subcontractor regarding site access 

procedures highlighted how emotional responses such as frustration can influence 

communication style. Reflective analysis identified that the emphasis on procedural 

compliance, although well-intentioned, required greater balance with empathetic 

dialogue to encourage collaborative engagement. 

Generational differences within the workforce further influence how leadership 

behaviours are interpreted. Younger construction workers increasingly value 
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participative leadership, flexibility, and purpose-driven work environments (Deloitte, 

2025). Consequently, effective leadership requires adapting communication 

approaches while maintaining consistent safety expectations. Developing emotional 

intelligence enables leaders to recognise these dynamics and respond more 

effectively to diverse workforce expectations (Sunindijo et al., 2025). 

6.2 Influence of Attitudes on Team Dynamics 

My attitudes toward workforce capability and motivation have also influenced my 

supervisory behaviour. A meritocratic attitude, whereby individuals demonstrating 

initiative and reliability are granted increased responsibility, has enabled efficient 

delegation and encouraged professional development among team members. This 

approach supports leadership pipeline development and allows supervisors to focus 

on strategic oversight rather than routine operational decisions. 

However, critical reflection highlights potential risks associated with meritocratic 

attitudes, particularly within culturally diverse teams. Individuals who are less vocal 

or confident in group settings may receive fewer opportunities despite possessing 

strong technical competence. Research into cultural diversity within construction 

teams indicates that communication styles and cultural norms can significantly 

influence perceptions of competence and leadership potential (Loosemore et al., 

2018). Without conscious awareness, meritocratic approaches may therefore 

reinforce unconscious bias. 

Attitudes toward organisational change have also evolved throughout my career. 

Earlier experiences led me to perceive procedural updates, particularly digital 

reporting systems, as disruptive to established workflows. However, exposure to 

industry changes and regulatory developments has demonstrated that innovation 

and technological adoption are essential for improving efficiency, compliance, and 

project transparency (CIPD, 2023). Reflecting on these experiences illustrates how 

attitudes can evolve through professional exposure and learning. 

Generational shifts within the workforce further reinforce the need for adaptable 

leadership attitudes. Generation Z workers frequently prioritise meaningful 

engagement, flexibility, and inclusive workplace cultures, requiring leaders to move 
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beyond traditional hierarchical approaches (Deloitte, 2025; Garg & Mahipalan, 2023). 

Developing emotional intelligence and reflective awareness can help mitigate bias 

and support more inclusive leadership behaviours within diverse teams (Sunindijo et 

al., 2025). 

6.3 Influence of Values on Ethical and Operational Decision-Making 

Professional values such as integrity, accountability, and quality assurance represent 

fundamental principles guiding my decision-making processes within construction 

management. These values manifest in behaviours such as transparent progress 

reporting, honest communication regarding project delays, and a refusal to conceal 

safety concerns or quality defects. Maintaining transparency is particularly important 

in complex construction environments where inaccurate reporting can lead to 

cascading operational and financial consequences. 

Quality assurance represents another core value influencing my management 

behaviour. I maintain rigorous inspection procedures and resist pressure to expedite 

project handovers without appropriate verification. While this approach contributes to 

improved long-term performance and reduced defects, it can also create tension with 

stakeholders prioritising short-term commercial outcomes or client perception 

(Guardian, 2024). 

Applying Gibbs’ Reflective Cycle to an ethical dilemma involving pressure to 

accelerate a project handover demonstrated how values influence operational 

decisions. Although maintaining quality standards generated conflict with commercial 

stakeholders, reflective analysis reinforced that compromising quality would 

ultimately undermine safety, reputation, and long-term organisational credibility. 

Emotional intelligence therefore plays a critical role in balancing ethical values with 

collaborative communication, enabling leaders to navigate complex organisational 

pressures effectively (Mo et al., 2024; Sunindijo et al., 2025). 

In the context of post-Grenfell reforms within the UK construction industry, values-

driven leadership has become increasingly important. The Grenfell Tower Inquiry 

exposed how cost-driven decision-making and fragmented accountability contributed 

to systemic failures, reinforcing the need for leaders who prioritise safety, 
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transparency, and ethical responsibility (Tellam, 2024). Embedding these values 

within managerial practice therefore contributes to broader cultural transformation 

within the industry. 

6.4 Problem Solving and Decision-Making in Construction Management 

Effective construction management requires structured approaches to problem 

solving and decision-making, particularly within environments characterised by 

uncertainty, tight programme constraints, and multiple stakeholder interests. 

Reflecting on my own management practice, I have applied several analytical 

techniques previously explored during project management studies, including the 

Five Whys technique, Fishbone (Ishikawa) diagrams, mind mapping, and structured 

brainstorming sessions. These tools support systematic investigation of problems 

while encouraging collaborative engagement with project teams. 

The Five Whys technique, originally developed within the Toyota Production System 

as a root cause analysis method (Ohno, 1988), is particularly useful for identifying 

underlying causes of operational problems in complex construction environments. By 

repeatedly questioning why a problem has occurred, managers can move beyond 

superficial symptoms and uncover deeper organisational or procedural issues. For 

example, when investigating repeated delays in material deliveries on a previous 

project, applying the Five Whys approach revealed that the underlying issue was 

inaccurate forecasting during programme planning rather than supplier inefficiency. 

This analysis enabled corrective action to focus on improving coordination between 

procurement teams and site management rather than assigning blame to external 

contractors. 
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Figure 1. Example of the Five Whys root cause analysis technique applied to a 

construction project delay. 

Similarly, Fishbone diagrams, also known as Ishikawa diagrams, provide a 

structured visual framework for identifying multiple contributing factors to a problem 

and were originally developed as part of quality management practices to analyse 

cause-and-effect relationships (Ishikawa, 1986). Causes can be categorised under 

headings such as materials, methods, manpower, machinery, environment, and 

management. This approach encourages a systems perspective, ensuring that 

decisions consider a wider range of potential influences rather than focusing on a 

single cause. A Fishbone diagram was therefore used to visually map potential 

contributing factors affecting operational performance on construction projects. 
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Figure 2. Fishbone (Ishikawa) diagram illustrating potential root causes of 

operational issues within construction project management. 

Collaborative techniques such as brainstorming and mind mapping also support 

effective decision-making within construction teams. Brainstorming sessions 

involving supervisors, subcontractors, and project engineers enable diverse 

perspectives to be considered when addressing operational challenges. Mind 

mapping techniques allow these ideas to be visually structured, helping teams 

identify relationships between contributing factors and potential solutions. These 

collaborative approaches also align with transformational leadership principles, 

particularly intellectual stimulation, which encourages team members to challenge 

assumptions and contribute innovative ideas to problem resolution (Nguyen et al., 

2023). 



 17 

 

Figure 3. Mind map illustrating key safety considerations and risk factors within a 

construction site environment. 

While both the Five Whys and Fishbone diagram approaches support root cause 

analysis, they differ in analytical scope and application. The Five Whys technique 

provides a simple and rapid method for identifying causal chains, making it 

particularly useful in fast-paced site environments where immediate decision-making 

is required. However, its linear questioning structure can oversimplify complex 

problems by focusing on a single causal pathway. In contrast, Fishbone diagrams 

encourage a broader systems perspective by visually mapping multiple potential 

causes across operational categories. 

Nevertheless, Fishbone analysis generally requires more time and collaborative 

input, which may be difficult to facilitate during periods of intense programme 

pressure. In practice, combining these techniques can enhance decision-making 

effectiveness, with Fishbone diagrams supporting comprehensive identification of 

contributing factors and the Five Whys method subsequently used to explore specific 

root causes in greater depth. This integrated approach reflects evidence-based 

management practices within construction leadership literature and supports more 

informed and collaborative decision-making processes (Lingard & Rowlinson, 2020; 

Nguyen et al., 2023). 
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In practice, using these structured problem-solving techniques helps me approach 

site issues more systematically and encourages more collaborative discussions with 

project teams when identifying solutions. 

7. Integration of Theory and Practice  

Transformational principles align closely with workplace behaviour: idealised 

influence through visible safety role modelling, with teams mirroring supervisory 

standards; inspirational motivation via briefings linking tasks to broader outcomes; 

intellectual stimulation through encouragement of methodological improvements; 

individualised consideration via tailored development and wellbeing awareness 

(Lingard & Rowlinson, 2020; Deloitte, 2025). 

Critical evaluation identifies emotional labour demands in high-pressure phases, 

risking burnout without support (Nguyen et al., 2023; Lacerenza et al., 2025). Hybrid 

models integrating transformational inspiration with transactional clarity enhance 

resilience in volatile contexts (Gray et al., 2023; Ren et al., 2024). Emotional 

intelligence strengthens integration by aligning values, attitudes, and behaviours for 

ethical agility (Sunindijo et al., 2025). Post-Grenfell, this synthesis addresses cultural 

deficiencies, promoting proactive safety evolution (Guardian, 2024; Tellam, 2024). 

This integration demonstrates how leadership theory can translate into practical 

behavioural strategies within construction management, reinforcing the importance 

of aligning personal beliefs, attitudes, and values with organisational safety and 

performance objectives. 

8. Alternative Theoretical Perspectives  

While transformational leadership is influential, alternatives provide comparative 

insight. Transactional leadership, emphasising reward-based compliance and 

corrective action, remains prevalent for contractual and milestone control (Mo et al., 

2023). It ensures efficiency but limits deeper engagement, as recent reviews confirm 

(Lacerenza et al., 2025). 
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McGregor's Theory Y aligns with trust in self-direction and creativity, resonating with 

Generation Z preferences (Deloitte, 2025). Servant leadership prioritises employee 

wellbeing and ethical responsibility (Ren et al., 2024). Hybrid models blending 

transformational dynamism with transactional structure suit high-risk sectors, 

accommodating generational and hybrid work variances (Gray et al., 2023; Mo et al., 

2023). Eclectic application prevents ideological rigidity and supports post-Grenfell 

reforms (Tellam, 2024). 

However, transactional leadership may be more effective in situations requiring strict 

compliance, tight programme control, or contractual enforcement. 

9. Organisational Impact  

Beliefs, attitudes, and values exert systemic effects on organisational culture and 

performance, particularly through their influence on safety climate and behavioural 

norms within project teams (Lacerenza et al., 2025). Safety-oriented beliefs establish 

behavioural norms, increasing voluntary incident reporting and peer interventions. 

Attitudinal openness to feedback improves subcontractor collaboration, while value-

driven quality enforcement reduces defects. 

Directive communication during pressure can diminish psychological safety, 

deterring input (Guardian, 2024). Alignment reinforces desirable safety and 

performance cultures; misalignments erode trust (Lacerenza et al., 2025). Adaptive 

attitudes toward generational differences enhance retention and sustainability 

(Deloitte, 2025). Post-Grenfell, values-led shifts counter adversarialism, building 

resilient cultures (Tellam, 2024). 

10. Professional Development and Behavioural Adaptation  

Recognition of construct influences informs professional development. Leadership 

training, conflict workshops, and mental health programmes refine attitudes (CIPD, 

2023; Deloitte, 2025). Mentorship recalibrates commercial beliefs; CPD ensures 

alignment with regulations and emerging priorities (e.g., net-zero). Emotional 

intelligence and hybrid leadership modules mitigate biases and address remote 
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dynamics (Sunindijo et al., 2025; Gray et al., 2023). Sustained, measurable 

adaptation supports post-Grenfell cultural evolution (Tellam, 2024). 

Continuous professional development therefore provides a mechanism through 

which construction managers can critically reassess their beliefs, attitudes, and 

leadership behaviours in response to evolving industry expectations. 

11. Critical Reflection Frameworks  

Structured models deepen reflective analysis by providing systematic approaches for 

evaluating workplace experiences and managerial decision-making. Gibbs’ 

Reflective Cycle dissects incidents such as near-misses or operational conflicts, 

enabling managers to examine emotional responses, evaluate outcomes, and 

identify potential improvements in future practice. Kolb’s Experiential Learning Cycle 

facilitates learning through experience, reflection, conceptualisation, and 

experimentation, allowing managers to test new communication or leadership 

approaches in subsequent project situations. Critical thinking frameworks also 

support evidence-based decision-making by encouraging structured reasoning, 

critical evaluation of evidence, and clear justification of managerial decisions within 

complex workplace contexts. 

These frameworks collectively strengthen reflective leadership practice by 

encouraging managers to critically question their own assumptions, behavioural 

responses, and decision-making processes. In construction environments 

characterised by complex stakeholder relationships and high-risk operations, such 

structured reflection enables leaders to identify cognitive biases, reassess 

communication strategies, and develop more inclusive approaches to problem 

resolution. Application of these frameworks to subcontractor tensions discussed 

earlier revealed elements of belief rigidity and highlighted opportunities to adopt 

more collaborative leadership behaviours. Emotional intelligence integration further 

enhances reflective depth by enabling leaders to recognise emotional responses, 

regulate interpersonal interactions, and support constructive dialogue within 

multidisciplinary project teams (Sunindijo et al., 2025; Mo et al., 2024). 
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12. Limitations of Theory in Practice  

Leadership theories provide guidance but face contextual constraints. Programme 

pressures and labour shortages limit transformational application (Lingard & 

Rowlinson, 2020). Cultural/linguistic diversity hinders uniform reception (Loosemore 

et al., 2018). Cost/time metrics reinforce transactional behaviours despite intent 

(Guardian, 2024). Hybrid models mitigate these, as per recent reviews (Lacerenza et 

al., 2025; Gray et al., 2023). These limitations highlight the importance of adaptive 

leadership approaches within construction management, where theoretical models 

must often be modified to accommodate operational constraints and diverse 

workforce dynamics. 

13. Recommendations for Future Practice  

In order to strengthen leadership effectiveness and align personal behavioural 

constructs with organisational expectations, several practical development strategies 

are recommended. Evidence-based recommendations include: routine reflective 

journaling for construct monitoring; enrolment in emotional intelligence-focused 

leadership programmes (Sunindijo et al., 2025); implementation of 360-degree 

feedback; development of collaborative safety communication techniques; expansion 

of EI competencies through training; participation in cross-project learning reviews. 

These strategies, supported by current research, align personal constructs with 

leadership effectiveness (Deloitte, 2025; Ren et al., 2024). 

14. Conclusion  

This report has critically assessed the influence of beliefs, attitudes, and values on 

workplace behaviour within construction management. Construction managers 

operate within demanding contexts characterised by regulatory obligations, 

commercial pressures, multidisciplinary teams, and evolving workforce expectations. 

As such, managerial behaviour cannot be understood solely through technical 

competence; it is also strongly influenced by underlying personal beliefs, attitudes, 

and professional values. 
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The report has demonstrated that beliefs relating to safety, accountability, and 

professional responsibility can strongly influence management behaviour, particularly 

in relation to risk management and leadership credibility. While these beliefs can 

positively reinforce safety cultures and ethical leadership, critical reflection highlights 

that overly rigid belief systems may occasionally create tension with productivity-

focused stakeholders or subcontractors operating under significant commercial 

pressure. Attitudes toward workforce capability, organisational change, and 

innovation similarly influence managerial decision-making and team dynamics. 

Reflective analysis has shown that attitudes may evolve over time through 

experience, professional development, and exposure to new regulatory and 

technological developments within the construction industry. 

Professional values such as integrity, transparency, and quality assurance provide 

essential ethical guidance when navigating complex project decisions. However, the 

report has also demonstrated that these values may come into conflict with short-

term commercial objectives, requiring construction managers to apply emotional 

intelligence and reflective judgement when balancing competing priorities. In the 

context of post-Grenfell regulatory reforms and increasing scrutiny of safety culture 

within the UK construction sector, values-driven leadership has become particularly 

important for restoring trust and improving organisational accountability (Tellam, 

2024; Guardian, 2024). 

The analysis has also highlighted the importance of understanding the wider socio-

economic context in which construction workforces operate. Diverse socio-

economic backgrounds, financial pressures, and varied career pathways influence 

employee motivations, attitudes toward authority, and perceptions of risk. 

Recognising these factors enables managers to adopt more inclusive leadership 

approaches and improve workforce engagement. Transformational Leadership 

Theory provides a useful framework for addressing these challenges, particularly 

through its emphasis on inspirational motivation, intellectual stimulation, and 

individualised consideration (Nguyen et al., 2023; Wu et al., 2023). When applied 

effectively, transformational leadership can strengthen safety participation, improve 

team cohesion, and support positive cultural change within construction 

organisations. 



 23 

In addition to leadership behaviours, the report has demonstrated the importance of 

structured problem-solving and decision-making techniques in supporting 

effective construction management. Tools such as the Five Whys method, Fishbone 

diagrams, brainstorming, and mind mapping provide systematic approaches for 

analysing operational challenges and identifying root causes. These techniques 

enable managers to move beyond surface-level symptoms and develop more 

informed and collaborative solutions to project issues. While time constraints and 

programme pressures may sometimes limit opportunities for extensive analysis, 

combining these approaches can improve the quality of managerial decision-making 

and encourage team engagement in problem resolution. 

Effective leadership in construction requires continuous reflection and adaptation. 

Managers must remain aware of how their own beliefs, attitudes and values 

influence their behaviour on site. Furthermore, the integration of structured problem-

solving techniques such as the Five Whys, Fishbone analysis, brainstorming and 

mind mapping demonstrates how managerial beliefs and values translate into 

practical decision-making processes. When applied within the socio-economic 

realities of the construction workforce, these tools enable managers to address 

operational challenges more effectively while promoting collaborative engagement 

and continuous improvement. 

Through deliberate reflection, engagement with contemporary leadership theory, and 

the application of structured analytical approaches, construction managers can 

enhance their leadership effectiveness while contributing to safer, more ethical, and 

more resilient project environments. As the construction industry continues to evolve 

in response to regulatory reform, workforce changes, and sustainability demands, 

the ability to critically examine and adapt managerial behaviour will remain essential 

for achieving long-term organisational success. 
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