





[bookmark: _Toc224478784][bookmark: _Toc226445900]Abstract 
Within the United Kingdom the construction arena continues to highlight a stark gender inequality within the workforce.  In particular the trades – plumbing, carpentry, electricians as an example – along with the senior management roles.  Whilst equality, diversity and inclusion (EDI) is being slowly embedded into the industry there are still significant obstacles for women, impacting recruitment, retention in the workplace and long-term career development and succession.  
This document aims to explore what the challenges are for women trying to enter this sector focussing on the cultural, structural and organisational factors impacting their experiences.    This analysis will investigate what the current initiatives are in place, or being planned for, to manage and mitigate for the gender gap within the industry.    
This analysis will combine both quantitative and qualitative approaches in a single study emphasising sensible, factual-led suggestions as to how women might find a route into employment and career progression within the construction sector     
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[bookmark: _Toc226445901]1. Introduction
The UK construction industry is one of the key drivers of national economic development, infrastructure delivery and the delivery of essential housing. Despite the increasing demands and importance, the construction sector has one of the lowest levels of gender diversity across major UK industries. We see an imbalance across site-roles, skilled trades and senior management positions.  This ongoing gender gap is consistently in industry reports, which indicates slow progress towards equality compared to other sectors. (CITB, 2022).
Although this gap is recognised as an equality issue, it is also a workforce sustainability concern due to the skill shortages in the construction industry. The increasing demand for labour is outweighing the capacity on an ageing workforce and the limited training opportunities available (CITB, 2022). The Office for National Statistics informs us that construction depends on male workers and female participation remain largely unchanged (ONS, 2023).  If this sector fails to focus on attracting women, we will see worsening skill shortages, limited innovation and a reduction in overall resilience.  
Research suggest that women face both cultural challenges and structural barriers when trying to enter the construction industry (Clarke and Gribling, 2008). The following are some examples:
Cultural challenges 
· sexist attitudes, 
· exclusion from informal workplace networks,
· and masculine site norms.
Structural barriers 
· such as long working hours
· limited flexible working
· travel demands
· poor welfare provision

in addition to the above, organisation factors can also restrict progression or succession. These include: 
· recruitment processes
· access to training 
· mentoring opportunities 
· leadership bias (Clarke and Gribling, 2008).

As a result, women may leave the industry at higher rates or decide not to enter it at all.
Even though companies and organisations promote EDI (Equality, Diversity and Inclusion) strategies, is it a guarantee these are leading to real change?  Awareness may be improved but   fail to address workplace culture. It follows, therefore, that the problem is not only that there are fewer women in construction, but also that the working environment can make it difficult for them to stay in the industry long term (Hajikazemi et al., 2024).
This research proposal sets out a study that will investigate the main cultural, structural and organisational barriers that influence women’s ability to enter, remain and progress within the UK construction industry. It will also consider how effective existing diversity strategies are seen to be and identify whether further action is required.

Simply counting how many women are in the industry informs us that the inequality is there but looking into how an organisation actually behaves and what the culture within the workplace looks like will focus on why the barriers are in place and how they are perpetuated.

[bookmark: _Toc224478786][bookmark: _Toc226445902]2. Research Aim and Objectives
[bookmark: _Toc224478787][bookmark: _Toc226445903]2.1 Research Question
[bookmark: _Toc224478788]What are the cultural, structural and organisational influences impacting women’s pathway, retention and advancement within the United Kingdom’s construction industry and where are the strategies in place to address these challenges?
[bookmark: _Toc226445904]2.2 Research Aim
[bookmark: _Toc224478789]The research will interrogate the blocks that prevent or dissuade women from considering careers in the United Kingdom’s construction industry and assess the strategies in place to improve the enrolment, retention and advancement of approximately 50% of the population. 
[bookmark: _Toc226445905]2.3 Research Objectives
To mirror this aim, the research will satisfy the following criteria
· Identify the central cultural and underlying obstacles deterring a women’s entry, retention and progression in the construction industry
· Understand how formal structural procedures might be contributing to the persistent underrepresentation of women in the construction sector.
· Examine the value of existing Equality, Diversity and Inclusion (EDI) approaches and industry initiatives from the perception of women employed in the construction industry
· Understand what actions are in place to deliver what is necessary for construction employers and the governing bodies to successfully advance gender parity across recruitment, retention and career progression
· Examine how women stepped into construction as a career and what sparked their interest in the industry
Collectively these objectives reinforce a reasoned and substantiated research agenda, ensuring important engagement with current literature whilst retaining the viability of the intended conclusions.
[bookmark: _Toc224478790][bookmark: _Toc226445906]3. Literature Review
[bookmark: _Toc224478791][bookmark: _Toc226445907][bookmark: _Toc224478792]3.1 Women in Construction: Representation and Workforce Context
In the UK the construction trade remains one of the biggest gender-imbalanced employment sectors with women only making up approximately 15% of the Uk construction workforce. Whilst we see increased representation in administrative and professional roles, women are still underrepresented in site based trades and senior leadership roles at around 1-2% (CIOB, 2023) The Office for National Statistics, continues to highlights the occupation segregation and heavily male-dominated in the construction world, this shows that little progress towards equality has changed within this sector (ONS, 2023). 
Suresh et al. (2024) suggest that many women feel that these strategies have little impact when the workplace culture does not change.
This model of occupational separation has been evidenced further in UK specific research looking at the continuing gender diversity across all construction roles (Seidu et al., 2022)    
[bookmark: _Toc224478794]Numerical trends expose the scale of gender disparity within construction yet fail to account for the multifaceted and layered explanations behind stubbornly low female involvement and retention, strengthening the worth of qualitative analysis into women's lived experiences.
The gender gap not only is an equality issues, but it has a domino effect on the long-term sustainability of the construction workforce. The increasing demand the sector has with new net-zero retrofit programmes and housing targets, is placing greater pressure on the skill shortages (CITB,2022). The lack of females represented in this industry is a missed opportunity to bring the skill shortage numbers up and relieving pressure. (Suresh et al. 2024) maintain that although there exists an enduring recognition of the gender gap within construction, significant improvement has been blocked by profoundly deep-seated cultural opposition within this important economic sector.
This problem doesn’t just lie within the UK – international evidence supports this, with research in the Australian construction industry finding that efforts to attract and retain women have been implemented inconsistently and on an ad hoc basis, with retention consistently overlooked in favour of recruitment (Ghanbaripour et al., 2023).
As this is an international issue, evidence from other countries may help to inform UK practice, particularly by comparing inclusion policies and assessing how successful (or unsuccessful) different strategies have been.
Most of these investigations leads to the proposition that gender inequality remains challenging due to inherent and embodied male-dominated behaviour within the construction industry which appears difficult to address even though there is no lack of awareness of the issues facing women entering the profession or indeed progressing.   

[bookmark: _Toc224478795][bookmark: _Toc226445908]3.2 Cultural Barriers: Masculinity, Exclusion and “Old Boys Club” Norms
One of the themes that stands out the most in both academic and industry research is the influence of workplace culture. Construction is known for its traditionally masculine environment, which has been shaped by long-established behaviour norms (Ness, 2012). In the Clarke and Gribling (2008) study, they reinforce the argument that construction culture can maintain inequality through informal social networks rather than direct discrimination. This can be seen not only in workplace relationships and networking practices, but also through stereotypical attitudes and assumptions about individual capabilities.
Women are often perceived as weaker and less robust than men which reinforces masculine norms within this sector, particularly within on-site skilled trades (Ness (2012). For the small amount of women already working in this industry, this may create an environment where they feel like they need to fit in by taking on masculine behaviours or completely avoid reporting negative experiences. These pressures reduce the psychological safety and therefore has a large impact on retention and wellbeing.
CIOB (2023) suggests that sexism and harassment towards women happens more frequently in site-based environment. Due to fear of reputational damage these acts may not be reported. This suggests that cultural barriers may remain hidden due to underreporting, meaning that the scale of this issue is underestimated.
When looking for international evidence, similar conclusions are flagged. French and Strachan (2015), in a Australian study highlight that Equal Employment Opportunities (EEO) policies often fail because they do not challenge deep-rooted masculine workplace environments.
It can be argued that behavioural change is much more challenging to implement than just putting in place strategic adjustments, and as a consequence the construction industry continues to battle with the implementation of meaningful inclusivity.   
To explore whether existing methods to this challenge are of practical benefit further research should be undertaken to investigate women’s lived experience within the industry.  Are the tactics currently employed resulting in significant adjustments.    

UK and International Studies imply that cultural obstacles in construction exhibit not simply as attitudinal comportment appearing to be fundamentally embedded within informal workplace setups, causing these behaviours to be impervious to policy-led intercessions as a stand-alone practice (Suresh et al.,2024; French and Strachan, 2015).







[bookmark: _Toc224478796]Where these scholars diverge is in emphasis: Suresh et al (2024) concentrate on relational segregation and the perseverance of ‘old boys club’ dynamics, while French and Strachan (2015) focus on the universal breakdown Equal Employment Opportunities (EEO) policies to contest masculine behaviour.  This distinction matters.  Companies can implant Equality, Diversity and Inclusion (EDI) policies at will, but this does not inform us as to whether women in the industry feel more included, safer and able to advance their careers.  We need women to articulate whether these EDI strategies are making a tangible change, rather than establishing the number of companies who have such policies.  It is the implementation that counts.   Treating policy adoption as a proxy for cultural change cannot be considered correct.  

[bookmark: _Toc226445909]3.3 Structural Barriers: Working Practices, Flexibility and Work-Life Balance
Underlying obstacles or structural barriers refer to the systems and working conditions within the industry that are proving uninviting to women considering construction as a career choice.    
The construction sector is normally characterised by long working hours, early starts, traveling to work and project-based employment. Such conditions like these are often discouraging for women, particularly those with caring responsibilities (Seidu et al., 2022)
One of the most identified barriers is flexible working. Many sectors have increased the capability of flexible and hybrid working however construction remains limited due to site requirements and operation demands (CIPD, 2023). CITB (2022) highlights that the need for flexibility is essential for attracting and retaining a wider workforce. But because of the industry’s sluggish acceptance of the need to work flexibly the working routines remain wedded to the established and habitual expectations of workers being available full-time along with long working hours.       
COVID 19 highlighted that flexibility in jobs is possible and forced industries to reevaluate their structure and adaptability. The construction industry will be required to revise working arrangements to take advantage of appealing to the female workforce.    
Physical site conditions also remain a structural issue. Research suggests that welfare facilities and PPE have historically been designed around male workers. Aboagye-Nimo et al. (2019) argue that unsuitable PPE and inadequate welfare provision can reinforce feelings of exclusion and create practical barriers to performance.
The evidence of fundamental barriers for women consistently indicates the tension between rigid working arrangements and caring obligations as a key driver of women’s departure from the industry (Clarke and Gribling, 2008; CITB, 2022).  Nonetheless, the texts are less coherent on the uncertainty of whether post-COVID flexibility signifies a legitimate change or a temporary amendment.  Aboagye-Nimo et al. (2019) place emphasis on the physical working environment, while (CITB) emphasise workforce planning.  Neither entirely challenge how women themselves identify advances since 2020.  This variance supports questions within the survey about the changes in flexible working post pandemic.    
[bookmark: _Toc224478797]
[bookmark: _Toc226445910]3.4 Organisational Barriers: Recruitment, Training and Career Progression
Organisational barriers will mean the internal approaches to recruitment means, the leadership routes, access to training and the opportunities for advancement.
Where we do see women entering this sector, evidence shows that they face difficulties progressing into more senior positions. CIOB(2023) highlights that leadership continues to be male dominated and due to culture barriers women face may face a ‘glass ceiling’, lack of training and unequal access to informal networks (Sang et al., 2014). 
Women tend to face a slower career progression due to exclusions from powerful groups and limited support from the upper management teams (Suresh et al. (2024). This implies that career advancement is not only shaped by competence but also by relationships and organisational culture.
International studies have established that there are companies making public promises to promote gender equality, diversity and inclusion in their construction workforce but in reality fail to back these pledges  (French and Strachan (2015).  We might call this ‘gender washing’.  Failure to put in place practical progression approaches that legitimately  support or encourage women in the workplace.  
What this in practice suggests is that equality plans are rather more symbolic than operationally effective.  
[bookmark: _Toc224478798][bookmark: _Toc226445911]3.5 Intersectionality and Multiple Disadvantages
Gender studies about construction repeatedly treat women as one single category. Yet,  women from ethnic minority backgrounds, or those with disabilities, seen or unseen, could meet obstacles beyond those related to just to gender. Crenshaw (1989) and Carbado et al. (2013) term this intersectionality — the idea that multiple aspects of identity can compound disadvantage. 

Suresh et al. (2024) apply this thesis particularly to construction.  They argue that those who fall outside the sector's principal demographic profile may face much more significant exclusion. Gender-focused policy alone may therefore be insufficient for those navigating multiple disadvantages.

What is of note is that many of these studies have been shaped by male or male-led research teams  This raises questions as to whether the lived experience of women in the construction industry will be sufficiently captured within the reporting to date.





[bookmark: _Toc224478799][bookmark: _Toc226445912]3.6 Strategies and Initiatives: Progress or “Tick-Box” Inclusion?
[bookmark: _Toc224478800]Strategies have been introduced across the construction industry to improve women’s participation. These include:
[bookmark: _Toc224478801]Mentoring schemes 
[bookmark: _Toc224478802]Outreach campaigns 
[bookmark: _Toc224478803]Apprenticeships 
[bookmark: _Toc224478804]EDI policies 
Evidence of these strategies has shown that they are not always effective. EEO policies often fail due to them being more focused on compliance rather than the cultural transformation (French and Strachan (2015). This implies that organisations are happy to implement these policies for reputational benefit without ensuring proper execution (PwC, 2022). 
[bookmark: _Toc224478805]Suresh et al. (2024) suggest that many women feel that these strategies have little impact when the workplace culture does not change. Khan et al. (2019) supports this belief by saying that diversity policies in this sector can sometimes involve more words than action, with very limited evidence of actual improvement. This indicates that inclusion schemes have greater impact when organisations introduce clear accountability, measurable results and a strong leadership commitment.  
There is a significant conflict between organisations saying that they are committed to gender equality and any proof of meaningful transformation – real change is often limited.  French & Strachan (2015) and Khan et al. (2019) depict this gap between identified policy and reality in the workplace – we might call this ‘gender-washing’  Suresh et al. (2024) expand this argument by suggesting that without accountable measures, EDI strategies risk becoming performative exercises or more bluntly a box-ticking exercise.    But because these studies were conducted before 2024, the question of whether increased awareness resulting from the #MeToo movement and publication of gender pay gap statistics has led to fundamental cultural change remains relatively underexplored Hajikazemi et al. (2024).  This will become a specific focus of this research.  
This raises questions as to whether policy-led approaches alone are sufficient to achieve meaningful cultural change within the construction industry.
[bookmark: _Toc224478806][bookmark: _Toc226445913]3.7 Literature Gap and Research Justification

The literature shows that women in this industry face cultural, structural and organisational barriers however, it also highlights that a gap remains in understanding if current strategies are perceived as effective by women working across the different roles. A lot of the existing research out there only focusses on identifying barrier, but fewer studies evaluate how interventions are experienced in practice (Hajikazemi et.al 2024). 
Additionally, reports often focus on the representation statistics which doesn’t include lived experiences. Meaning cultural barriers such as sexism, exclusion and harassment will remain under the radar with quantitative data. 
This indicates that the challenge may not be a lack of awareness, but a weakness in how these strategies are implemented in practice. As a result, this research will focus on how women experience these initiatives within the workplace, rather than how they are presented by organisations.

[bookmark: _Toc226445914]4. Methodology
A quantitative survey will identify patterns and trends across participants while a qualitative interview method will provide a more detailed and deeper insight into lived experiences and allow evaluation of strategy effectiveness. Creswell and Creswell (2023) highlight that a mixed method approach for research is beneficial for social issues which require both measurable patterns and contextual explanations.  
This study will focus predominantly on UK-based evidence, augmented by insight from international study. Comparison of these dual views will help determine whether the obstacles affecting women in UK construction are restricted to the domestic environment, or whether they mirror patterns of gender disparity that are equivalent across the industry globally.
[bookmark: _Toc224478807][bookmark: _Toc226445915]5. Research Philosophy and Approach
[bookmark: _Toc224478808]To complete this study a pragmatic research approach will be used. Pragmatism supports this topic because it supports the use of multiple research methods and then prioritises the practical value of the findings. It will allow for the outcomes to be applied within the construction organisations, therefore achieving the research aims rather than generating theoretical conclusions. 
As existing literature identifies established barriers, this research will follow a primarily inductive approach. This will allow us to see if the barriers that have been highlighted throughout will align with the interviewees experiences and whether additional issues emerge. 
[bookmark: _Toc224478809][bookmark: _Toc226445916]5.1 Research Design
[bookmark: _Toc224478810]A sequential explanatory mixed method will be used, meaning research will be carried out in two stages. 
[bookmark: _Toc224478811]Phase 1 will be collecting quantitative data through a questionnaire survey. this will allow us to identify patterns and styles related to women’s experiences within the construction sector.
[bookmark: _Toc224478812]Phase 2 will use a semi-structure interview approach with selected participants such as administrative roles, management and trades. The interviews will show an insight of participants experiences and allow for opinions to be documented.
[bookmark: _Toc224478813]According to Creswell and Creswell (2023), this outlook on research will help strengthen the results as it combines measurable results with deeper conclusions. If only a survey approach was used issues such as discrimination, workplace culture and exclusion would be difficult to understand and evaluate, therefore interview will provide further insight into why barriers exist and how women in this sector perceive organisational strategies. 
This mixed-methods approach has been selected to combine measurable patterns with more detailed personal insight, strengthening the overall reliability of the findings.


[bookmark: _Toc224478814][bookmark: _Toc226445917]6. Data Collection Methods
[bookmark: _Toc224478815][bookmark: _Toc226445918]6.1 Questionnaire Survey
To gather quantitative data a questionnaire survey will be used to collect data about barriers women come across in the construction industry. This method will be able to reach a large number of people to take part within a short period and produces measurable data that can be collected and formed into simple statistics (Saunders et al., 2019).
The survey will consist of questions like:
· Workplace culture 
· Working conditions
· Career progression 
· And opinions on equality, diversity and inclusion initiatives.
The questionnaire will contain around 22 questions including the following: 
· Basic demographic question i.e. age, role, years working in construction
· Likert scale questions 
· Multiple choice questions 
· A small number of open-ended questions
The Likert scale questions will allow the respondents to show how strongly they agree or disagree with the topics. Open-ended questions will allow the participants to describe any additional feelings they have experienced or noticed. 
See appendix A for sample questionnaire.
[bookmark: _Toc224478817][bookmark: _Toc226445919]6.2 Distribution and Collection
The finalised version will be sent out to around 40-50 participants via email using Google forms.  Follow-up emails will be sent out to ensure maximum participation.  The broader reach in terms of numbers should compensate for the likelihood of incomplete response rates – a trait that is common in professional survey research – ensuring that sufficient data will be generated to support a credible quantitative study. (Saunders et al., 2019).
[bookmark: _Toc224478818][bookmark: _Toc226445920]6.3 Semi-Structured Interviews
Following the email survey work semi-structured interviews will be conducted to establish findings in more detail. Respondents will be asked to provide more in-depth answers on lived experiences, particularly in relation to harassment, sexism or discrimination.
The questions will explore 
· entry into construction
· workplace culture
· barriers to progression
· support systems and mentoring
· flexible working and retention
· perceptions of EDI strategies
These interviews should approximately last around 20- 40 minutes with around 15 questions targeting around 10 interview participants. This will be sufficient to gather a thematic analysis, where we should start to see the same issues repeated and no new themes emerging. See appendix B for coding layout. 
[bookmark: _Toc224478819][bookmark: _Toc226445921]6.4 Sampling Strategy
[bookmark: _Toc224478820]Purposive sampling will be directed to women who are working within the UK construction sector, ensuring that information is collected from contributors who have direct involvement and who are able to contribute lived experience.
Snowball sampling will accompany the purposive approach — allowing existing respondents to recommend others (Goodman, L A 1961).    Equate this method to something like a ripple effect.   This is of particular value in a sector where women are underrepresented and likely challenging to reach through purposive sampling as a stand-alone.
This research design does have its weaknesses. Use of purposive and snowball sampling, whilst apposite for accessing a hard-to-reach population, may present self-selection bias — women who are engaging in professional groups could potentially harbour more optimistic opinions than those who have already hung up their hard hats.
[bookmark: _Toc226445922]6.5 Survey Analysis
The survey will be conducted through google Forms, therefore, the results will be analysed using simple statistics such as percentages and average score for the Likert scale questions. These results will then be shown in tables and graphs to present the outcomes clearly.
[bookmark: _Toc224478821][bookmark: _Toc226445923]6.6 Interview Analysis
To create usable data resulting from the interviews a thematic analysis approach will be used. This process will involve:
· Familiarisation with the data – examining the results several times to gain a clear understand of the responses. 

· Initial coding –identifying significant statements, phrases, or ideas and assigning short descriptive codes.

· Developing themes – identifying similarities into codes together to create broader themes that correspond to key issues raised. 

· Comparing themes across participants – examining the interviews to see if similar themes appear from the participants.

· Interpreting the findings – analysing the themes and relating them to existing literature and research on the topic.

This approach will help organise the qualitative data and identify meaningful patterns highlighted from the participants experiences.

An example of setting out this approach and coding is provided in APPENDIX A 
[bookmark: _Toc224478822][bookmark: _Toc226445924]6.7 Pilot Study - Testing and Refinement
To make sure the survey is relevant and well defined it will be piloted with group of around of 10 participants. Feedback from this test will highlight any revisions needed prior to distribution of the final version.
[bookmark: _Toc224478823]This is an important step with a mixed method approach as the quality of quantitative data will be directly influenced by the precision of survey questions.  Vague or inadequately worded questions risk being deciphered differently by the contributors which can compromise the legitimacy of the findings   (Creswell and Creswell, 2023).
[bookmark: _Toc224478824][bookmark: _Toc226445925]6.8 Ethical Considerations
It is recognised that the sample size may limit how far the findings can be generalised, and responses may reflect individuals with stronger experiences. However, the inclusion of qualitative interviews will help provide deeper context to support the results.
Before completing the questionnaire or conducting the interview, participants will be given information on the subject matter and taking part will be voluntary. All parties will be informed that they can stop participating at any time. To protect privacy, both names and personal information will not be included in the survey, only general information such as ages may be collected. Collected information will be confidential and the data extracted from both methods will only be used for conducted research.



[bookmark: _Toc226445926]6.9 Timeline

	Timeline 

	Task 
	Duration 

	Literature Review 
	3 Months 

	Questionnaire & Interview Design
	2 weeks

	Pilot Study & Refinement
	2 Weeks

	Data Collection (Survey + Interviews)
	4 Weeks

	Data Analysis (Quantitative & Qualitative)
	2 Months 

	Drafting the Research Report
	1 Month 

	Review and Revisions
	2 Weeks 

	Total Duration 
	9 Months
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	  Active phase     M = Month. Total duration: approximately 9 months.



[bookmark: _Toc224478825][bookmark: _Toc226445927]6.10 Expected Outcomes
The expected outcome from this research is to identify the main cultural, structural and organisation barriers that affect women working in the UK construction industry. The likely the following matters may be highlighted as challenges that influence women entering and remaining in the industry:
· How do women break into the construction industry?  Through family connections or just by chance.  
· Why is the 2% of women on-site statistic so low?  What will the interviews reveal about this damming number?  
· Findings may contest or create confusion with the existing research.
The studies maybe also provide a greater insight into how the respondents view current EDI initiatives, highlighting whether these strategies are seen as effective. 
Overall, the outcomes will improve the understanding of women’s experiences in the construction sector and provide recommendations for organisations to encourage women’s positions across the board in this sector. 
The findings may also highlight a gap between organisational intentions and the actual experiences of employees within the industry.

[bookmark: _Toc224478826][bookmark: _Toc226445928]7. Conclusion
The construction industry’s systemic failure to first attract women and then to hold on to them and then advance them, highlights issues with equality which will present an undeniable risk to the long-term sustainability of the sector’s workforce.    Review of the literature used to inform this document sees cultural mentalities, questionable working conditions and the organisational practices as the main obstacles – the EDI strategies are not working.
This research will focus on a specific gap in the evidence base.     Rather than simply identifying  that the blocks exist, this study will move beyond simply cataloguing the obstructions, spotlighting instead the career paths women have chosen, the barriers they continue to face and then evaluate whether the new ideas introduced after 2020 have resulted in a sincere cultural transformation or do they remain, as previously, simply just performative - talking the talk but not walking the walk.   By combining survey data with interview findings, this approach will ensure the research captures not just the statistics but the real experiences behind them.
It is the case that for a woman working in this sector – and including those working for organisations that have in place specific statutory equality duties – there is a continuing chasm between companies and public authorities stated policy and the lived experience.   Sexism, exclusion from informal networks and misplaced assumptions about competency in 2026 – the now – persist and continue to detrimentally impact the working life of a woman in construction that the statistics alone will regrettably never capture.   
The research is grounded in the conviction that understanding the gap is the first step to close it.    The results will help to identify practical proposals and recommendations for the employers, industry associations and the policymakers.  The industry in the UK is facing significant and far-reaching skill deficiencies. We know that whilst women make up approximately 15% of the construction workforce, only 2% work on site (CIOB, 2023). It has to be an economic and strategic necessity to build this number up.     In the words of Rebecca Lovelace, founder of Building People CIC, the aim is simply 'joining the dots for an equitable, diverse and inclusive built environment sector.’
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Survey to be distributed via Google Forms to 30–50 participants. Questions marked 'Ranking' ask participants to order options from 1 (highest) to the total number of options (lowest). Question 5 has been included to better understand how women find their way into the industry, providing insight into the role of education, role models and career guidance in shaping the pipeline into construction.
	Q No.
	Question
	Response Type
	Options / Notes

	Section 1 — Demographics

	Q1
	What is your age range?
	Multiple choice
	18–24 / 25–34 / 35–44 / 45–54 / 55+

	Q2
	What is your current role in construction?
	Multiple choice
	Student/trainee / Tradesperson / Site manager or supervisor / Engineer or surveyor / Office or administration / Other

	Q3
	How long have you worked or studied in the construction industry?
	Multiple choice
	Less than 1 year / 1–3 years / 4–7 years / 8–15 years / Over 15 years

	Q4
	What is your highest qualification?
	Multiple choice
	O Levels/GCSEs / A Levels / HND / Degree or specialist qualification / Other

	Section 2 — Routes into the Industry

	Q5
	How did you first become interested in a career in construction?
	Multiple choice
	A family member worked in the industry / A teacher, careers advisor or school programme / Personal interest or self-directed research / Employer outreach or apprenticeship programme / It was not a planned choice — it happened by chance / Other


	Section 3 — Barriers and Experience

	Q6
	Do you believe construction is a male-dominated industry?
	Likert scale
	Strongly agree / Agree / Neutral / Disagree / Strongly disagree

	Q7
	Have you experienced barriers or challenges as a woman in construction?
	Multiple choice
	Yes / No / Not sure

	Q8
	Please rank the following barriers in order of significance to your own experience (1 = most significant, 6 = least significant).
	Ranking
	Gender stereotypes / Lack of female role models / Workplace culture / Limited career progression / Lack of mentoring / Inflexible working arrangements

	Q9
	Have you ever witnessed discrimination against another woman in your workplace?
	Multiple choice
	Yes / No / Unsure

	Q10
	Do you believe more should be done to encourage women into construction?
	Likert scale
	Strongly agree / Agree / Neutral / Disagree / Strongly disagree

	Section 4 — Flexible Working and Retention

	Q11
	Do you have access to flexible working arrangements in your current role?
	Multiple choice
	Yes / No / Partially

	Q12
	How significant a barrier is inflexible working to women with caring responsibilities?
	Likert scale
	Extremely significant / Very significant / Somewhat significant / Not very significant / Not significant at all

	Q13
	Since 2020, do you feel opportunities for women in construction have improved?
	Multiple choice
	Yes, significantly / Yes, somewhat / No change / Things have got worse / Not sure

	Section 5 — Mentoring and Career Progression

	Q14
	Have you ever had access to a mentor or sponsor during your career in construction?
	Multiple choice
	Yes / No

	Q15
	How valuable do you consider mentoring to be for women in construction?
	Likert scale
	Extremely valuable / Very valuable / Somewhat valuable / Not very valuable / Not valuable at all

	Section 6 — EDI Strategies and Initiatives

	Q16
	How would you rate your organisation's current commitment to equality, diversity and inclusion?
	Likert scale
	Excellent / Good / Fair / Poor / Very poor

	Q17
	Please rank the following EDI initiatives in order of how effective you believe them to be (1 = most effective, 5 = least effective).
	Ranking
	Mentoring schemes / Flexible working policies / Recruitment and outreach campaigns / EDI training programmes / Gender pay gap reporting

	Q18
	Do you feel EDI strategies in your organisation are genuine or tokenistic?
	Multiple choice
	Genuinely embedded / Mostly genuine / Mostly tokenistic / Tokenistic / Unsure

	Q19
	Has the #MeToo movement made any difference to your workplace culture?
	Multiple choice
	Yes, a significant difference / Yes, some difference / No difference / Not aware of any change

	Section 7 — Closing Questions

	Q20
	Would you recommend construction as a career to other women?
	Multiple choice
	Yes / No / Maybe

	Q21
	Is there anything else you would like to add about your experience as a woman in construction?
	Open text
	Free text response

	Q22
	What single change would make the biggest difference to women in construction?
	Open text
	Free text response
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	Participant
	Interview Extract
	Initial Code
	Theme

	P1
	“Construction is still seen as a male-dominated industry which can make it difficult for women to feel accepted.”
	Male-dominated culture
	Workplace culture

	P2
	“Sometimes women feel they have to prove themselves more than male colleagues.”
	Need to prove competence
	Gender bias

	P3
	“There are limited female role models in senior positions within construction.”
	Lack of role models
	Representation in leadership

	P4
	“Some site facilities are not designed with women in mind.”
	Inadequate welfare facilities
	Workplace environment

	P5
	“There can be stereotypes about women not being suited to construction work.”
	Gender stereotypes
	Gender bias

	P6
	“Mentorship and support networks could help encourage more women to join the industry.”
	Need for mentoring
	Support and development

	P7
	“Some women may feel isolated when they are the only female on site.”
	Workplace isolation
	Workplace culture

	P8
	“Training and career development opportunities are important to help women progress.”
	Access to training
	Career progression
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