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1. EXECUTIVE SUMMARY 
In this report I identied a business case for diversity for the construction company LPR. LPR is a large construction company which has a poor record of diversity within their management population. This report included a rationale for the organisation to give greater consideration to diversity, a review of current literature relating to the impact of diversity and best practice approaches to improving diversity and inclusion, conclusions on the best approach for LPR to consider and recommendations on the next steps they should take to improve diversity among its workforce. 

























2. INTRODUCTION 
2.1 REPORT REMIT 
     In this report I will be identifying a business case for diversity for the construction company LPR. LPR is a large construction company which has a poor record of diversity within their management population. This report will include a rationale for the organisation to give greater consideration to diversity, a review of current literature relating to the impact of diversity and best practice approaches to improving diversity and inclusion, conclusions on the best approach for LPR to consider and recommendations on the next steps they should take to improve diversity among its workforce. 

2.2 BACKGROUND OF LPR 
     LPR was founded in 1979 by three entrepreneurs as a local steel erector in the Rocky Mountain area. LPR, based in Loveland California, established itself as a premier steel erector throughout the United States. Since 2005, LPR have expanded their business to include industrial construction services and plant services to meet the growing needs nationwide. Rocky Turner, one of the three founding members who is the CEO, began working with LPR and then his son, Linc Turner, took over as president in 2013 (LPR Construction, n.a). Privately-owned LPR Construction operates with an average of about 560 staff, which peaked at 750 last year (Hoshowsky, 2018). 

2.3 DIVERSITY AND INCLUSION
     DIVERSITY
     Many problems are generated from a lack of understanding and awareness, employees should have knowledge on their diverse peers in order for an effective workplace. Parvis (2005) suggests the term diversity if defined as the quality of being different. The word is derived from “diverse” meaning different from one another, or simply composed of distinct elements or qualities. 
     In today’s workforce, employees belong to different age groups, races, and ethnicities are of different genders and have different sexual orientation, besides leading, managing, thinking and learning in diverse ways (Eira de Aquino, Robertson, 2017). It is important to familiarise yourself with the culture of your employees and other work associates. Understanding their culture will ensure you work with diverse individuals more effectively as employees become more productive when they get along with one another. Workers become more productive when there is a positive harmony in the workplace by showing respect for individual differences. 



     Language and cultural barriers are a challenge in the workforce as ineffective communication results in lack of teamwork. Language learning and support in the workplace would encourage a better team ethic and encourage individuals with different language to communicate with one another. 
     Ashkanasy et al (2002) defines diversity as a concept that “encompasses acceptance and respect. It means the understanding that each individual is unique and recognizing our individual differences. They can be along the dimensions of race, ethnicity, gender, sexual orientation, socio economic status, age, physical abilities, religious beliefs, political beliefs and other ideologies and the exploration of these differences in a safe, positive and nurturing environment. Diversity is about understanding each other and moving beyond simple tolerance to embracing and celebrating the rich dimensions of diversity contained within each individual”. 
     Diversity can be easily practiced in the workplace, this can be supported by: creating a culture that embraces everybody regardless of their background, organising workshops to learn about the different cultures and beliefs within the team, promptly addressing misunderstanding between peers and being respectful towards one another during both inside and outside of work hours. 
     INCLUSION 
     Ceridan (2018) states it’s important to remember that hiring for diverse backgrounds, or promoting diversity initiatives is just a first step. Diversity and inclusion go hand-in-hand, and for diversity practices to be successful, you must facilitate an inclusive work culture. Pless and Maak (2004) addressed inclusion as an ethical imperative for diversity management. They grounded their analysis on what they called the founding principle or moral basis for inclusion – “mutual recognition” or humans for each other – which incorporates “emotional recognition solidarity and legal and political recognition”. Inclusiveness in the workplace brings diverse individuals to function together to work towards the same goal by building on the common factors and unique characteristics of each member. 
     Russell (2018) suggests it is important to assess your organisation’s inclusivity by examining three areas: culture, people and processes. This is done by ensuring your culture supports inclusion, checking that your people feel included and ensuring your processes support inclusion also. As LPR have an issue with inclusion in the company, here are 4 approaches that could address the problem: 


1. Recruitment. During the recruitment process, you should be targeting people whose experience and values march the job description. 
2. Performance Management. This is where employees can discuss issues they have around equality and opportunity. 
3. Communication. Share your ideas and plans for the future with your employees to let them feel included in the business. 
4. Exit Interviews. When people leave the organisation ask them why they are leaving as there is a high percentage of people quitting their jobs due to exclusion in the workplace. 

2.4 GENDER DIVERSITY IN THE CONSTRUCTION INDUSTRY 
     One in five construction companies have no women in their senior roles (in the UK). Half of construction companies admit they have never had a female manager within their business. According to NiftyLift (2018) when asking women who have worked within the industry, 48% claimed they had experienced gender discrimination in the workplace, with the most common example of this (28%) being inappropriate comments or behaviours from male colleagues. These facts and figures prove that the construction industry needs to put more regulations in place to alter the attitude towards woman and encourage gender equality in the industry. 
     Another big issue within the industry appears to be a gender pay gap. Many construction companies do not monitor equal pay between genders and many organisations are not aware of any pay gap at all. There are ways to improve the number of female workers in the construction industry. For example, Pennyfarthing Homes, a company that build homes, are trying to tackle the issue by engaging with male and female students from the local schools and by offering apprenticeships. They are actively promoting the hashtag ‘#notjustforboys’ which was started by the group National Women in Construction (Tawse, 2018).  
     However, there are both advantages and disadvantages to gender equality in the workplace. According to Ayres (2019) some advantages are: the workplace diversity creates more valuable employees; this allows workers to continually grow and develop new skills, it develops more revenues for the organisation as it makes a company more relatable to multiple demographics and it enhances internal creativity as it gives managers access to a variety of perspectives that can generate fresh solutions. Some disadvantages are that it still doesn’t eliminate the stereotypes that people have, there can be communication issues found as not everybody can understand each other (different accents and languages), some visa requirements can also make it diversity in the workplace difficult, and it can slow down the work as miscommunication is common.



2.5 ETHNICITY IN EMPLOYMENT 
The 1965 Race Relations Act refers to racism as less favourable treatment on grounds of colour, race, or ethnic or national origins. Racism has been identified as the belief that race is the main determinant of human capabilities, that a certain race is better than others, and that individuals should be treated differently according to their racial designation (n.d 2010). Companies need preventive measures and solutions for racism acts and make the effort to attain diversity and culture. In the workplace today, organisations are putting more emphasis on diversity and inclusion and it is both the employers and employees' responsibilities to promote and monitor ethnic diversity policies at work. Dyson (2017) suggests companies need to create a business case for diversity by outlining the benefits of a racial ethnically diverse workplace such as:
· Reduced turnover costs
· Fewer internal disputes and grievances 
· Higher productivity and increased revenue 
· Development of new products and services 
· Improved social cohesion 
· Improved accessibility to new and diverse customer markets 

















3. CONCLUSION 
In conclusion, it is clear that LPR need to change their company policies and practices in regards to diversity in the workplace. I have looked at many different ways to make these changes to ensure a more effective workforce, meaning a healthier outcome for the company overall. There are many benefits identified from effectively managing workplace diversity and there are also, however, a number of challenges for organisations in implementing the management of diversity effectively and in avoiding some of the identified disadvantages which can result in negative outcomes such as increased team conflict and reduced team cohesion. 
























4.RECOMMENDATIONS 
Many recommendations can be made to resolve the diversity issue LPR Construction are facing. Understanding their culture will ensure you work with diverse individuals more effectively as employees become more productive when they get along with one another. Workers become more productive when there is a positive harmony in the workplace by showing respect for individual differences. Language learning and support in the workplace would encourage a better team ethic and encourage individuals with different language to communicate with one another. Diversity can be easily practiced in the workplace, this can be supported by: creating a culture that embraces everybody regardless of their background, organising workshops to learn about the different cultures and beliefs within the team, promptly addressing misunderstanding between peers and being respectful towards one another during both inside and outside of work hours. Lastly, by outlining the benefits of a racial ethnically diverse workplace such as: reduced turnover costs, fewer internal disputes and grievances, higher productivity and increased revenue, development of new products and services improved social cohesion and improved accessibility to new and diverse customer markets, this will encourage employers and employees to come together collectively and tackle the diversity issue.
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