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1. Executive Summary 

The purpose of this report is to review and analyse diversity and inclusion in the LPR construction organisation by looking at the impact of diversity and what best practice approaches could be used in order to improve LPR constructions poor diversity practices. It was important for this report to be carried out so LPR construction and its stakeholders can see what best practices is best suited to implement and how to deal with the impact of diversity in the workplace. 

The major findings of the report are that LPR construction should first focus on rethinking its organisational culture to better fit the needs for diverse and inclusive core values and beliefs before considering any other approach. These findings can be applied by the organisation by changing its organisations values and beliefs and to ensure to measure the results by sending out employee surveys to maintain that all aspects of the workforce are on the same page with the new and improved organisations culture.  






















2. Introduction

LPR is a large construction company which specialises in both commercial and industrial construction services and plant services. The company was founded in 1979 by three entrepreneurs and through the success over the years, in 2005 LPR construction expanded their services in order to meet customer demands and needs nationwide . The stakeholders of LPR construction who should be taking an active interest in the diversity in the work place and how it can be improved is the owners and management of the company and the employees otherwise known as organizational stakeholders as they are the main ones effected by the business’s practices. The purpose of this report is for these stakeholders to recognize the importance of having diversity in LPR construction as it is proven too enhance performance levels and drive productivity. In addition to this, organisations who do not adapt modern business practices are at risk of losing valuable employees and customers . The aims and objectives of the report is to review LPR constructions poor diversity issues within the management population and to put forward solutions and recommendations to key stakeholders for the organisation to amend and improve their business practices in the workplace.   

3. Main Body

3.1 Rationale to LPR construction company 

Diversity as a whole can be defined as the recognition, acceptance and understanding of a person’s individual differences regardless of their age, race, gender and other characteristics. Grobler (2002:46) supported this view and described how every individual is unique to themselves but also share communal biological or environmental characteristics to other beings. It is common business practice for organisations to involve diversity into their workplace structure as it encourages organisations to be more mindful and open to change, diversity Is an increasingly imperative issue for management in organisations and should be for LPR construction due to how to workplace is modernising. However, there is no doubt that managing diversity is a challenge but to overcome the difficulties managers of LPR should retain the managing skills required to operate in a multicultural environment and also to teach others within the organisation to value differences and to treat one another equally . 

LPR construction company needs to consider improving their diversity rapidly, the benefits for the employees is that with good inclusive and diverse practices in place they will be recognised for their efforts more frequently and feel valued in the workplace. For the management of the organisation, they need a strong, motivated and talented workforce in order to remain competitive and to achieve this the workforce must feel valued. A further benefit for LPR construction company is that having a diverse workforce in place can aid the development of new or improved services, can lead to an increased market share and widen the organisations customer reach. However, it is important for LPR to consider that to achieve these sorts of benefits it is crucial for the employees of the organisation to have an active voice to be able to acknowledge the various knowledge and perspectives . 

By LPR not engaging in diverse practices, the cost of doing nothing can be rather costly to the organisation where for example if an employee files a discrimination allegation then it will result in valuable management time being side-tracked from performance management which in turn will be a large cost in money and time for the organisation. Another risk of LPR doing nothing in terms of diversity is the lack of duty of care towards the employees of the organisation, where for example if an employee files a complaint, without proper business practice in place that employee may be subject to workplace bullying, isolation and stress which will affect the health and overall performance of that individual . To add to this further, without diverse practices LPR is at risk of higher turnover and absences due to situations like this. 

3.2 Impact of Diversity 

Diversity in the workplace is constructed around the assumption that having diverse practices will find new methods of working together equally to increase profit, morale and productivity (Schoenfeldt, and Shaw 1999). By LPP construction improving their poor diversity levels it will positively impact on work behaviours from management and employees and improve attitudes throughout the organisation, also implementing diverse practices has become a core focus for numerous Human resource departments. It is of great importance in this modern age for organisations such as LPR construction to go past traditional tactics and to re-evaluate what diversity stands for and how the concepts of managing and valuing a justly diverse organisation will positively impact on the workplace . 

By LPR construction improving their diversity and inclusion they are forging their way to a sustainable future for the organisation, just one example of how diversity can favourably impact the organisation is by driving innovation in the workforce. It is important for any organisation to ensure that its employees feel respected and valued, because is the employees do feel this then it will allow management to tap into a wider scope of ideas, skills and approaches. In addition to this, diversity can impact on lowering the turnover and absence rate by retaining valuable employees, increase productivity levels and empower the workforce to work collaboratively . 

Following on, it is of great importance that management within LPR construction is on board with diversity and that they can adapt management styles and approaches that best compliment the diversity of the workforce pool . It is important for the management team to educate themselves on what is required to create a positive impact for the employees, when management leads by recognising and including all qualities from the workforce the employees are much more likely to feel relaxed with other team members who are considered diverse from themselves. To add further, by allowing employees the chance to work and connect with people who acquire different skillsets to themselves helps resonate how important it is that everyone is different . 

The impact of diversity in the workplace can have a positive effect on both LPR constructions internal environment and external, the impact on the external influences is that having diverse practices can help reduce costs, improve recruiting talented employees and most importantly retain an improved organisation image. Diversity is imperative as it is not only about how individuals see themselves but also how they see others  . Furthermore, the internal impact on the organisation by having a diverse workforce involves increased creativity levels which will result in better decisions being made for LPR construction. Additionally, research from the 1998 UK workplace employee survey showed that having equal opportunities in the workplace effectively enhanced productivity, especially when the population of women and ethnic minority population increased . 
However, it is food for thought that Diversity is not always positive and that LPR construction will have to prepare to manage possible negative impacts that may arise. Research has shown that organisations that implement diversity training does not always prove to be successful where 33% of the organisations claimed that it was quite successful and a disappointing 3% claimed it to be very successful . There are a number of reasons which could have contributed to this unsatisfactory result, one reason could be down to the difficulty of dealing with negative cultural stereotypes that individuals personally hold which will make integration difficult . 

LRP construction will have to consider the issue of resistance when enforcing diversity in the organisation, the reasoning behind this is that diversity is closely linked to individuals becoming more resistant to change which could lead to a negative impact on the working environment . To deal with this LRP construction should ensure that the management and employees are trained and educated on the new diversity practices, they can do this by conducting sessions with the workforce to talk openly about their values and opinions of what work ethics should entail . 

A further impact that diversity can have is on the communication in the workplace, communication is an important element of an organisation that maintains organization and cohesion in the workforce. Having a lack of effective communication in LPR construction can affect the organisations short term and long-term objectives and can get in the way of deadlines and ultimately cause conflicts in the workplace, to avoid this the organisation needs to examine and prepare for the problems that workplace diversity could heighten . Furthermore, it is crucial that LRP ensures that the management and HR department in the organisation is approachable for any issues correlated to diversity, this will encourage employees to express any grievances and help management identify what they need to work on . 

Whilst it is important to recognise that diversity is not always positive, effective management will need to understand what discrimination is, why it happens and its consequences in order to fully minimise the effect. For diversity to work successfully, the management of LPR construction must be open to changing the organisation if needs be and how to manage diversity appropriately . 

3.3 Best practice approaches to improving Diversity and Inclusion

There are a number of best practice approaches available to LPR construction to help improve diversity and inclusion in the workplace. One approach is for the organisation to pay close attention and evaluate the organisations culture, by doing this attitudes or actions may be found that could be contributing to the divide in the company and then it can be addressed appropriately. To help employees to feel comfortable, LPR management could send out confidential employee surveys to discover these issues . Organisational culture is important as it is the beliefs, values and desires that ultimately make up the organisation, LPR constructions organisational will reflect in all aspects of the company and its employees . 

Correspondingly, LPR construction could also align their goals and objectives with the organisation’s goals and mission in order to meet the needs of diversity and inclusion. This is important as the issue of diversity then becomes embedded in the organisation and prioritised as a central value or premeditated objective for the company. To add structure to this approach the management in LPR construction could devise a diversity plan which would result in the managers being held responsible with dealing with diversity within in the organisation. In order for the plan to be effective, the management must be responsible for measuring its diversity goals and results .

Another essential approach is for LPR construction to deliver diversity training to the workforce in order to make the employees aware of what contributes to an actively diverse workplace and how it can contribute to the organisation’s success . In addition, diversity training is considered to be an investment in the employees of an organisation and ultimately the organisation its self, it can be as simple as getting the employees to know each other in an out of work setting . If the employees of LPR construction, feel more comfortable and valued with one another then their want to excel in the organisation will surge.

A further best practice approach would be for LPR construction to address diversity in all parts of talent management, if the organisation does not do this they will have a difficult run of retaining and benefiting talented employees. For example, an employee is not going to contemplate a long-term career at a company if they do not feel that there is anyone like themselves in management positions. Due to these reasons, diversity and inclusion is an issue that must extent outside human resources and into the entire company to be measured in each phase of talent management . 
Furthermore, one of the simpler approaches for LPR construction is to just actively pursue new ideas, opinions and perspectives from the workforce in the organisation. The organisation can do this by just asking employees for help and perspectives on issues in the company, this will be beneficial to the management of LPR as employees can offer valuable understandings from diverse life experiences . Employee participation in an organisation is considered to incorporate the range of instruments used to involve the employees in all decisions of the organisation . 

In addition to this, LPR construction can look towards offering flexible working practices for its employees, for example a woman working in the construction company may be better working at home some days in order to look after her kids. A reason to do this is that money is not the only motivator which many managers believe, employees feel much more motivated when they are valued and respected . In recent years, the equality and human rights commission has stated how having flexible working available will increase diversity within the workplace . 

The last best practice that LPR construction could contemplate is to empower their workforce by forming diverse teams in order to address issues in the organisation. When working in team it is inevitable that conflict could arise especially when personal values come into play, if this does happen LPR should provide its teams with any tools necessary to be able to resolve issues themselves and work as a team effectively. For example, the team leader should listen and understand all member conflict styles in order to help the team unify, this can be done through negotiating tactics which can move things along and help the team reach their goals collectively .

4. Conclusion 

To conclude this report, LPR construction drastically needs to revaluate its diversity practices in order to satisfy its stakeholders and ultimately guarantee success for the organisation. After evaluating the impact of what diversity can do for an organisation both positively and negatively and observing various best practice approaches needed to improve diversity and inclusion it seems appropriate for LPR construction to focus on its organisational culture. This best practice seems best fitting for the organisation as it is essentially what makes the company, and if diverse beliefs and values can be embedded into the core of the culture then it is a good moral base to build diverse practices on. If the culture of the organisation is wrong, then no other strategy will work as effectively. 

5. Recommendations

LPR construction and its stakeholders such as the management and employees who are interested in this report should refer to the conclusion to consider the best practice approach suggested in order to improve diversity and inclusion in the workplace. 

The organisation should start to revaluate their organisational structure as soon as possible by rethinking the organisations beliefs, values and what the company stands for and change necessary things in order to lay the foundations for diverse and inclusive beliefs, morals and values. 

This can be achieved by redefining what it is that the company wants to value and to ensure that all levels of the workforce are on board with the changes. This will cost the organisation very little to implement but could prove challenging to get all employees and management on the same page due to personal values and beliefs, it is important for the organisation to measure the results of implementing diverse and inclusive values and beliefs by conducting employees surveys to quantify the findings . However, the cost of doing nothing to improve its diversity practices will be highly costly to the organisation as diversity and inclusion in this modern day is basically essential for an organisation to be successful. 
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